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The previous research studies conducted in East
Java stated that there is a tendency for University
lecturers to improve their career paths, especially
those who have lecturer certification, due to the
influence of lecturer behaviour, lecturer personal
problems, lack of institutional facilities and
information systems, and less supportive technology.
This research concerns the creation of excellent
quality and professional human resources. This
study examines the impact of Islamic leadership
encouragement, peer encouragement, availability of
facilities, organizational policies, type of university,
and demographic factors on lecturers' career paths.
The research method uses quantitative SPSS with
345 respondents from five universities in East Java.
Results showed that Islamic  leadership
encouragement, availability of  facilities,
organizational policies, type of university, and age
were significant factors in improving lecturers'
career paths. In contrast, gender factors did not
significantly influence lecturers' career paths. This
research brings some implications for University
regulators and leaders regarding treatments that
could be pushed to improve lecturer career paths in
East Java Province.
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Introduction

The current global challenge of Human Resources (HR) is VUCA (Volatility, Uncertainty,
Complexity, Ambiguity), which refers to the industrial revolution 4.0 with increasingly
turbulent, complex, and uncertain social environments that have become commonplace in the
last decade. VUCA is the dynamics of very rapid environmental change (volatility), lack of
prediction of issues and events that occur (uncertain), complexity and obstacles that exist in an
organization both internally and externally (complex), and the existence of ambiguity and
chains of consequences (ambiguous). The impact of the Industrial Revolution 4.0 has caused
human involvement to decrease, changing human life and work fundamentally. Human
resources need problem-solving skills to face challenges in global life (Ryandono et al., 2022).

Lecturers are professional educators and scientists with the main task of transforming,
developing, and disseminating science, technology, and art through education, research, and
community service (Gunawan, 2020). Lecturers are required to have academic qualifications,
competence, educator certification, be physically and mentally healthy, meet other
qualifications required by the higher education unit where they work, and have the ability to
realize national education goals (Mutohar & Trisnatari, 2020). Rank career development and
lecturer certification are needed to increase lecturer professionalism.

The results of the review through meta-analysis examined four categories of predictors
of objective career success (salary level and job promotion) and subjective career success
(career satisfaction), namely human resource factors, organizational support, sociodemographic
status, and stable individual differences. Human capital (personal) and sociodemographic
predictors generally show more robust relationships with objective career success. Stable
individual differences commonly have a more substantial influence on subjective career
success. Career coaching support, supervisor support, training and skills development
opportunities, and organizational resources are each positively related to career success. The
determinants suggested in career mentoring programs can play an influential role in determining
individual progress.

The principles of Islamic leadership, such as justice, simplicity, and moral responsibility,
can play an essential role in the career development of lecturers. Although there has not been
specific research linking Islamic leadership to the career paths of lecturers, in general,
leadership theory emphasizes the importance of leadership styles for leaders in achieving
various targets, including improving employee performance (Karia & Abu Hassan Asaari,
2019; Mustofa & Muafi, 2021; Zaim et al., 2022). Islam also demands that leaders pay attention
to the needs of their followers as a trust from Allah, a responsibility given by Him, and a service
to humanity (Ahmad, 2018; Ahmad & Ogunsola, 2011; Husti & Mahyarni, 2019; Marbun,
2013). Leaders must strive to guide, protect, and treat their followers justly (Muralidharan &
Pathak, 2018).

This approach includes providing fair guidance, supporting professional development,
and paying attention to mental and spiritual well-being. Therefore, there is a solid reason to
believe that the application of Islamic leadership by leaders can create a more conducive work
environment. Wong & Wee (2019) showed several factors determining individual career
progress, including coaching individual career development, formal and informal mentoring,
and psychosocial support. Other research has found that human resource factors strongly
influence career, organizational support impacts career success, and support from leaders (Asif
et al., 2023) and co-workers (Xu, et al., 2018) also influences career success.

Higher Education Data Base (PDDIKT]) stated that there were at least 2363 universities
and 21,296 lecturers in the East Java region. Based on the data above, Google trends showed
that netizens searched for information about lecturer certification. This shows interest in the
topic of lecturer certification. Researchers conducted an online preliminary survey of 4,452
lecturers in the LLDIKT]I region 7 Surabaya. Some of the reasons given by lecturers who have
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not yet been certified stated that the reasons for not having passed certification were due to lack
of coaching and career guidance as much as 41.3%, lack of information systems and supporting
technology as much as 41.1%, personal problems of lecturers 62%, lack of institutional support
and facilities 9% and other factors (unconducive work atmosphere and friends) between 3 and
5%. However, many lecturers still needed to meet the minimum standards. The data showed
that the optimization of friendly information systems and technology is needed for Indonesian
lecturers. Planning and developing lecturers' careers must follow the philosophy of Tridharma
activities of higher education lecturers to improve career and professional levels.

From the data obtained, as many as (72.94%) still show that lecturer certification
ownership experiences several obstacles. Having lecturer certification is very important. This
is similar to the LLDIKTI statement, which stated that lecturer certification aims to assess
lecturer professionalism to determine lecturer suitability, protect the lecturer's profession as a
learning agent in higher education, improve educational processes and outcomes, and accelerate
the realization of national education goals. Based on this goal, having lecturer certification is
very important to support education while improving the quality of the institution where the
lecturer works. Based on the statements above, this study aims to observe the influences of
Islamic leadership encouragement, peer encouragement, facility availability, organizational
policies, type of university, and demographic factors on the career path of college lecturers.

Literature Review

Human Resource Management

Human resource management is a strategic approach to skills, motivation, development, and
management of resource organizations (Sofianto & Risandewi, 2021). Human resource
management is a science or method of managing the relationships and roles of resources owned
by individuals efficiently and effectively and can be used optimally (Ryandono et al., 2019).
Human resource management is planning, organizing, implementing, and supervising the
procurement, development, provision of services, integration, maintenance, and workforce
separation to achieve organizational goals (Santoso & Kusuma, 2023).

Career

The definition of career development is a process to improve the quality of managerial abilities,
including knowledge, skills, personal traits, authority, and leadership attitudes and behaviour.
Meanwhile (Pasaribu, 2019) explain that career development increases individual work abilities
to achieve the desired career. Career development is a formal approach taken by an organization
to ensure that someone with the appropriate qualifications and experience is available when
needed (Qosim et al., 2023).

Islamic leadership

Leadership is divided into two types, namely transformational leadership and transactional
leadership. Transformational leadership is a process in which leaders take actions to increase
the awareness of their co-workers about what is important, increase their co-workers'
motivational maturity, and encourage them to go beyond their interests to benefit the group,
organization, or society. Leadership in Islam shares many similarities with conventional
leadership regarding actions and practical functions, but it differs significantly in its religious,
moral, and humanitarian foundations (Rizki et al., 2017). Leadership in Islam involves
motivating and inspiring followers to attain desired organizational objectives, guided by a clear
vision that conforms to the principles set by Allah (Wardhana, 2021a). According to (Faris and
Abdalla, 2017), In Islam, humans are tasked with the significant role of being God's
representatives on earth, known as Khilafah. As vicegerents (Khalifa), they have
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responsibilities towards God and all His creations, including plants and animals, and are
accountable for these responsibilities in this life and the Hereafter. They must uphold the rights
of all beings and strive to establish justice (‘adl) and balance (mizan). In Islam, leadership is
crucial for shaping and guiding communities, organizations, and states (Ali, 2009; Zaim et al.,
2022). Islam energizes leaders to precise their confidence through a dynamic interest in all
angles of life, counting work (Iman et al., 2022). The Qur'an clearly states that "God hath
allowed trade" (Qur'an 2:275), so pioneers should endeavour to their most extreme to be fruitful
and moral simultaneously.

As such, Islam endorses a code of rules for Islamic open organization and commerce
exercises. These are all compatible with legal and illegal concepts and reflect social obligation
highlights in each angle of the exchanges (Wijayanti et al., 2020). According to (Rafiki, 2020),
the characteristics of leadership in Islam stem from four basic principles: Iman (true belief),
Islam (following the commands of Islam), Tagwa (continuous awareness of Almighty Allah),
and lhsan (kindness and care while feeling the presence of Allah). Meanwhile, (Marbun, 2013)
explains that a competent Islamic leader must possess both spiritual and rational awareness and
fulfill various requirements of Islamic leadership such as intention (Niyya), piety (Taqwa),
kindness (lhsan), honesty (Sidq), justice (Adl), sincerity (Ikhlas), self-improvement (Itgan),
trustworthiness (Emanah), consultation (Shura), and patience (Sabar).

Facility

Facilities are a means to expedite and facilitate the implementation of functions. Facilities are
individual components of the offering that are easy to grow or reduce without changing the
quality of the service model. Facilities are also a tool to differentiate one educational
institution's programs from other competitors (Mafruchati et al., 2022). Work facilities are
service agencies provided to employees to support performance in meeting employee needs and
increase employee work productivity (Febriyanti et al., 2022).

Organizational commitment

Organizational commitment is an attitude to understand and be attached to the organization.
When employees feel they have a more significant commitment to their organization, it can be
ensured that they also have reliable daily behaviour, try to survive in the organization, and try
hard to make their work good (Loestefani et al., 2022). The lecturers feel proud to be part of
the organization and need help to adjust to moving to another organization (Griffioen, 2020).

Research hypothesis

H1: External factors, namely Islamic leadership encouragement, influence the career paths of
college lecturers.

H2: Peer encouragement influences the career path of college lecturers.

H3: The availability of facilities influences the career path of college lecturers

H4: The organizational policies influence the career path of college lecturers

H5: The type of university influences the career path of college lecturers

H6: Demographic factors (age and gender) influence the career paths of college lecturers.

Methodology

The type of research carried out is quantitative research, explanatory study type. The research
location is at the private university of LLDIKTI VII East Java, and the time of research will be
carried out in 2023. The target population in this research is all health lecturers at private
universities in the LLDIKTI VII section who live in the East Java region, totaling 4,452 health
lecturers. The sample size formula uses the rule of thumb, so the sample size in this study is
some health lecturers at private universities in the LLDIKTI VII section who live in the
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Surabaya area, with the sample size determined using the following formula:
= ((parameter x exogenous variable) + endogenous variable + number of arrows) x 5
=((26 x2)+5+12) x5
=345

The sampling technique used is multistage random sampling because it is suitable for use
in quantitative research; sampling is based on the accreditation status of higher education
institutions. For each university, the number of lecturers taken for the sample was calculated
using a proportional random sampling technique. After getting the number of samples taken,
the researcher determined respondents from each selected university using a purposive
sampling technique

Table 1. Samples of this study

No College Accreditation Amount
Sample

1 University A Superior 123
2 University B Very good 92
3 University C B 44
4 University D B 34
5 University E - 52
Total 345

Source: Collected from survey

The data in this research was collected using data collection techniques using
questionnaires, interviews, and observation. Data collection tools used for research carried out
validity and reliability tests. The validity tests used are content validity, face validity, construct
validity, and criterion validity. The number of respondents used in the validity test was 20
respondents. Calculation of the results from SPSS shows that the questionnaire items have a
calculated r value that is more than the r-table. This study used univariate, bivariate, and path
analysis.

Results and Discussion

Univariate analysis

The results of the univariate analysis involved 345 respondents who had been selected using
inclusion and exclusion criteria. The following frequency distribution of research respondents
can be explained in the following table:

Table 2. Results of Univariate Analysis of Variables

Variable Mean Median Min Max Range
Islamic Leadership encouragement 49.79 49.00 24 68 44
Peer encouragement 24.03 22.00 16 32 16
Availability of facilities 25.00 25.00 11 30 19
Organizational policies 21.56 21.00 13 28 15
Age 35.65 34.00 19 56 37

Source: Data processed by SPSS

The results of Table 2 show the mean, median, min, max, and range values. The widest
difference between the lowest and highest values is the self-observation variable, while the
narrowest is knowledge and metacognitive abilities. The highest average value lies in the
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behavior variable, while the lowest average value lies in the knowledge variable.

Bivariate analysis

Table 3. Results of Bivariate Analysis of Variables

Lecturer’s Certification Ownership

There is not

Variable Category Already available Total p-value
any yet
n % n % n %

Islamic Leadership Low 70 48.28 75 51.72 145 100 0.002

encouragement
High 64 32.00 136 68.00 200 100

Peer encouragement Low 95 46.57 109 5343 204 100 0,000
High 39 2766 102 7234 141 100

Availability of facilities  Low 69 51.11 66 48.89 135 100 0,000
High 65 30.96 145 69.04 210 100

Organizational policies  Low 85 48.02 92 51.98 177 100 0,000
High 49 29.17 119 70.83 168 100
Academic 15 34.09 29 65.91 44 100

Type of college School

Tall High or 25 48.08 27 51.92 52 100  0.300
Institute
University 94 37.75 155 62.25 249 100

Gender Man 40 40.00 60 60.00 100 100 0.872
Woman 94 38.37 151 61.63 245 100

Age < 35 years 102 5514 83 44.86 185 100 0,000

>35yearsold 32 20.00 128 80.00 160 100

Source: Data processed by SPSS

Table 3 shows the relationship between leadership encouragement, peer encouragement,
facility availability, organizational policies, age, and the Lecturer's Certification Ownership.
However, there is no relationship between the type of university and gender with the Lecturer's
Certification Ownership.

Path analysis results

The final external model for improving the career path of private university lecturers shows that
several variables can influence directly and indirectly. The demographic factor variable, gender,
was dropped out because it has no relationship to the lecturer's career level. On the other hand,
age was changed directly to the lecturer's career level, but for this model, age influences internal
factors first and then the lecturer's career level.

Table 4. Results of Path Analysis Model Specification of the Influence of External Factors in
Increasing the Career Path of Higher Education Lecturers

. . Cl 95%
Relationship between exogenous and
endogenous variables Pa}th pr_er Upper limit p-value
coefficient limit

Cognitive strategies «

Commitment Anxiety 0.97 0.45 1.49 0,000
Behavior 0.84 0.33 1.36 0.001
Islamic Leadership encouragement 0.74 0.21 1.27 0.006
Organizational policies 1.14 0.63 1.65 0,000
Type of college 0.65 0.27 1.04 0.001
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[0)
Relationship between exogenous and Path CL:L\?vir/o
endogenous variables coefficient limit Upper limit p-value
Observation «
Age 0.58 0.15 1.02 0.008
Motivation «
Age 0.91 0.47 1.34 0,000
Behavior
Age 0.70 0.27 1.14 0.001
Availability of facilities 0.48 0.03 0.92 0.035
N Observation = 345 Information:
Log-likelihood = -3044.613 «— = Connected

Source: Data processed by SPSS

The influence of Islamic leadership encouragement on lecturer career paths

Leaders' encouragement of the bivariate analysis result significantly influences lecturers' career
paths. Support and motivation from leaders can help lecturers achieve their career goals more
easily and quickly. This s in line with a study conducted by (Zulaikha et al., n.d.) that leadership
in Islam involves motivating and inspiring followers to attain desired organizational objectives,
guided by a clear vision that conforms to the principles set by Allah. According to (Faris &
Abdalla, 2017), humans are tasked with the significant role of being Allah's representatives on
earth, known as Khilafah, who have responsibilities to uphold the rights of all beings and strive
to establish justice (‘adl) and balance (Mizan) (Ali, 2009; Zaim et al., 2022). Leaders could lead
to organizational members’ motivation and appreciation as long as they understand their job
responsibilities (Wardhana, 2021b). It was stated on QS. Al-Bagarah verse 282:

And give them the reward that you have promised them and do not reduce it and do
not exceed it. Indeed, Allah is the Supervisor over them.

School--aw

Policy
Challenges
. School Climate
Instructional Barriers
Islamic Educational Leadership
Leadership Shaping Factors
Opportunities

Leadership Practices

Islamic-oriented Educational Leadership

Figure 1. Challenges and opportunities of implementing Islamic leadership for lecturers.
Source: Arranged by authors

Lecturers who feel appreciated and recognized for their contributions will be more
motivated to work hard and achieve their targets. Leaders who delegate tasks and give trust to
lecturers will increase their self-confidence, independence, skills, abilities, motivation, and
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performance (Mendo et al., 2023). This is in line with previous research (Astuti et al., 2020)
that a directive Islamic leadership style significantly influences the performance of lecturers in
research settings, followed by a supportive leadership style that is oriented toward achieving
the lecturers' work results. This study assumed that leaders who provide support and recognition
for lecturers' achievements will encourage lecturers to work harder and achieve higher targets
because work performance is one of the main factors in assessing promotions and positions.

The influence of peer encouragement on lecturer career paths

Results of bivariate analysis showed that peer encouragement significantly influenced lecturers'
career paths. Peer encouragement was important to lecturers' career development because it
influenced their motivation, productivity, and academic understanding. Positive peer
encouragement can create an inclusive and supportive work environment, allowing lecturers to
overcome challenges and gain support in dealing with the stress and tension associated with
lecturer work. Peer encouragement can also encourage productive research collaboration
between lecturers (Aymans et al., 2020).

However, this is in contrast to a study that found that peer support is needed more than
an external factor to increase adaptability in a career (Retnowati et al., 2018). This indicates
that internal factors are needed to help adapt to changes in the world of work and career choices.
Researchers assume that peer encouragement plays a significant role in shaping lecturers'
careers. Support, collaboration, and recognition from peers can strengthen their motivation,
quality of scientific work, and career advancement in a dynamic academic environment.

The influence of facilities availability on lecturer career paths

Based on the result of bivariate analysis, the availability of facilities significantly influenced
lecturer career paths. The availability of relevant facilities in this research, including the
availability and ease of access to obtain lecturer certification. It was important to help lecturers
achieve a higher career level. Ease of access to obtain lecturer certification, such as funding and
release from teaching duties, allows lecturers to improve their qualifications and meet the
requirements for promotion and position (Setyawan & Hayati, 2020). In line with that, a study
by (Hamdiyah et al., 2023) stated that career development facilities and infrastructure influence
lecturer performance. Adequate facilities, such as training and seminars, help lecturers improve
their quality and competence in teaching, research, and community service. This study assumed
that the availability of facilities plays an important role in lecturer career development.
Adequate facilities not only increase the efficiency and welfare of lecturers but could support
lecturer’s professionalism.

The influence of organizational policies on lecturer career paths

Based on the bivariate analysis, there was a significant influence on the external environment,
namely organizational policy, on lecturer career paths. The external environment includes
various factors, such as economic conditions, government policies, and the dynamics of certain
industries or professions. One important aspect of the external environment is the organizational
policy in research, namely LLDIKTI 7. Lecturers are encouraged to take part in lecturer
certification programs. It could improve the quality and competence of lecturers in teaching,
research, and community service (Murcahyanto et al., 2022). Researchers assume that
organizational policies, especially encouragement from LLDIKTI 7 to lecturers regarding
ownership of lecturer certification, significantly influence lecturers' career paths. LLDIKTI 7
needs to continue supporting lecturers to improve their competence and competitiveness to
improve the quality of higher education in Indonesia.
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The influence of the type of higher education on lecturer career paths

Based on the research results, the results of the bivariate analysis showed that the type of higher
education institution significantly influenced the career path of lecturers. The types of higher
education mentioned were academies, high schools, polytechnics, health science institutes, and
universities. The influence of college type on lecturers' career paths reflects differences in
culture, policies, and resources that may influence their professional development in the
academic environment. Each type of college has unique characteristics that can influence
lecturers' work experiences and career opportunities. Gunawan (2020) stated that the influence
of the tertiary institution on lecturers' career paths is very diverse and depends on the focus and
unique characteristics of each type of tertiary institution. Faculty members need to consider this
when selecting and developing their careers. Faculty also need to recognize that each type of
college offers unique opportunities for the professional growth of its alumni (Mafruchati et al.,
2024).

The influence of age on lecturer career paths

The results of bivariate analysis show that age significantly influences lecturer career paths.
Demographically, age is associated with physical and psychological domains. However, age-
related factors can also hinder a lecturer's career path. In some cases, younger lecturers may be
considered more innovative, energetic, and open to change, while older lecturers may be
considered less flexible or eroded by routine (Pratiwi et al., 2022).

Researchers assume that age's influence on lecturer career paths is not absolute and can
vary between individuals. While age may play a role in some aspects of a lecturer's career
development, this must be considered along with other factors such as motivation, ability, and
work environment. Higher education institutions must also ensure that their promotion and
career development policies create fair opportunities for all lecturers, regardless of age
(Wardhana & Ratnasari, 2022).

The influence of gender on lecturer career paths

Based on research results, the bivariate analysis results show no significant influence between
gender and lecturer career paths. Traditionally, women face unique challenges and obstacles in
developing lecturers' academic careers. Gender stereotypes could influence perceptions of
women's academic and leadership abilities. As a result, it could limit opportunities for women
for career promotion, recognition, or participation in meaningful projects in their fields.
However, with changes in awareness of the importance of gender equality, many institutions
have worked to create more inclusive and supportive environments for female faculty (Fauziana
et al., 2022).

Researchers assume that gender influences on lecturers' career paths reflect the
complexity of the challenges and opportunities faced by female and male lecturers in the
academic environment. While much progress has been made in terms of gender equality, there
is still work to be done to create a truly inclusive and supportive environment for all lecturers,
regardless of their gender.

Conclusion

Based on the result above, there was an organizational influence (Islamic leadership
encouragement, peer encouragement, availability of facilities, organizational policies, and type
of university) on the career path of college lecturers. Demographic factors (age and gender)
influence the career paths of college lecturers. The limitation of the research in this study is that
when the research was carried out, the researcher found it difficult to get responses from
respondents when filling out the questionnaire, so the researcher had to carry out follow-up so
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that the questionnaire was filled in entirely by the respondents. Several variables not examined
in this research can be. It is recommended that future researchers focus more on other variables
related to lecturer certification ownership outside of the variables studied in this research.
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