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Abstract 
This study uses survey techniques by distributing questionnaires, then the Data or Obtained information is 

processed by statistical methods using WarpPLS software. The purpose of data analysis uses PLS (Partial Least 

Square). This research is explanatory research that aims to test a theory or hypothesis to Strengthen or reject a pre-

existing theory or research hypothesis. All private colleges of the Faculty of Engineering in Kalimantan, are the 

population in this study. Data collection techniques using a questionnaire with a Likert scale, and the data analysis 

techniques using the Structural Equation Model-Partial Least Square (SEM-PLS) approach to determine the effect 

of indicators with the construct and the variance of the results of the dependent variable. The Results Showed that: 

Transformational Leadership has a significant positive impact on work motivation, as well as the results of the 

relationship of transformational Leadership on organizational performance, have a significant positive effect. Work 

motivation is influenced positively and significantly by company culture, and organizational culture had a 

significant positive impact on organizational performance; total quality management had a significant negative 

effect. On work motivation, overall quality management has a significant positive effect on organizational 

performance. The relationship of work motivation to organizational performance has a positive and significant 

effect. The corporate culture had a significant positive effect on organizational performance; total quality 

management had a significant negative effect. On work motivation, total quality management has a significant 

positive impact on organizational performance. Work motivation has a significant positive effect on the 

organizational performance of the Faculty of Engineering Private University in Borneo. The corporate culture had 

a significant positive effect on organizational performance. Total quality management had a significant negative 

effect. On work motivation, total quality management has a significant positive effect on organizational 

performance. 

 

Keywords: Transformational Leadership, Organizational Culture, Total Quality Management of Work, 

Motivation, Organizational Performance. 

 

Introductıon 
The quality of the company's performance is created by generating a culture of excellence within the 

company. Efforts to improve the quality of performance demanded of employees and suppliers to provide 

reliability in services that meet customer expectations and being able to leave a positive impression. In line with 

efforts to improve quality, Total Quality Management is one of the recommended approaches. Total Quality 

Management is one of the initiatives taken by a company to boost corporate excellence by fulfilling customers' 

needs and improve quality through continuous improvement. 

This research is the development of a study carried out by the Taliban et al. (2013). It only examined the 

influence of Total Quality Management and quality of performance. At the same time, this study adds performance 

as the dependent variable. It makes the quality of the performance as an intervening variable that mediates the 

effect of the performance of Total Quality Management. Research Kaynak supports this (2003) to analyze the 

relationship between Total Quality Management and its impact on company performance. 
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College is an education that organizes higher education and research and dedication to the community. 

Research is an activity to generate empiric knowledge, theories, concepts, methodologies, models, or new 

information that enrich science, technology, or the arts. Dedication to the community are activities that take 

advantage of science to contribute to the progress of society (Soeasminah, 1992: 32). 

Services to meet the needsand satisfaction of the people in higher education is continuously changing 

according to the requirements. Services providedby each college to the public or prospective students resulted in 

the emergence of competition between universities in seizing the new students,especially Colleges in Borneo. 

In carrying out the accreditation higher education institutions BAN-PT assessed by observing two core 

commitments, namely: 

Based on the above reasoning, conducted research titled: "The Effect of Transformational Leadership and 

Culture Organization Total Quality Management And Motivation Of Work And Organizational Performance 

faculty of Engineering in Colleges Kalimantan. The study conducted to analyzethe effect of transformational 

Leadership, organizational culture,and total quality management on work motivation and corporate performance 

Faculty of Engineering in Colleges Kalimantan. 
 
Literature Review 

 

Transformational Leadership on employee motivation  
Some research indicates that Leadership set by a leader in the organization can create a harmonious 

integration and encourage employee morale to achieve maximum goals. For that, a leader should be more 

responsible and wiser. 

Robbins (2007: 198) states that the concept of an independent work of subordinates, the subordinates just 

want more guidance from his superiors. This condition means that the direction of superiors, in essence giving 

clarity and reduced uncertainty, as well as a part of superiors' attention to the interests of subordinates. 

Motivation and Leadership are essential elements that affect the overall effectiveness of the organization. 

Ali (2005) states that there is a positive influence between the Leadership of the motivation and performance 

of employees. Excellent communication between superiors and subordinates, interaction with superiors and 

subordinates involve participation in decisions affecting employee satisfaction and performance. Work motivation 

influenced by Leadership is positive and significant(Walumbma, 2006). Research by comparing the leadership 

style influence in Kenya and the United States still produces a meaningful positive relationship between 

Leadership and employee motivation. 

According to Kabul (2005), the results above could conclude to improve employee motivation through 

leadership participation behavior. 

 

Hypothesis 1: Transformational leadership influence on work motivation, Faculty of Engineering in Colleges 

Kalimantan. 

 

Transformational Leadership on organizational performance  
And the development of an organization does not change regardless of how the direct Leadership of the entire 

organization. Research conducted by Legino (2006) also shows that the transformational leadership stylehas a 

positive influence on the development of the organization. 

The modern leadership model,like transformational Leadership, plays a vital role in the organization. Bass 

(2001: 71) defines transformational Leadership as a leader who has the power to influence subordinates in specific 

ways. Subordinates feel trust, admiration, and loyal to his superiors so motivated to do more than what is usual 

and expected. Bass (2001: 78) also states that transformational Leadership includes the development of a closer 

relationship between leaders and subordinates, not just a labor agreement but preferably on trust and commitment. 

Transformational Leadership in principle to motivate subordinates to do better than what he usually does, 

Leaders have a great responsibility to create conditions that stimulate the members to achieve predetermined 

objectives. The leadership style to mirror the person's ability to influence individuals or groups.Flexible in the 

approach to improve performance. To make the goals of the organization, employees must put aside his personal 

goals, or at least have a partial objective to achieve the primarypurpose of the organization, in the context of the 

organization, the nature of the performance determined by the organization itself. Employees are an essential part 

of the achievement of an organization, and leadership style can influence the performance of employees. The 

employees in the organization should be inspired to invest in the organization other than the employee should be 

stimulated so that they can be more productive. So active organizations require effective Leadership. Hayward 

(2005) states that there is a significant relationship between transactional leadership style on employee 

performance. 

 

Hypothesis2: Effect of transformational Leadership on organizational performance at the Faculty of Engineering 

Colleges Kalimantan. 
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Organizational culture on work motivation  
Schein (2007: 299) defines organizational culture as Part of assumptions, and fundamental beliefs, shared 

with members of an organization. The assumptions and opinions regarding the group's views on the nature of time 

and scope, as well as human life and human relationships. At the same time, Robbins (2008: 305) explains, that 

organizational culture is a system of shared meaning and control. The more complete the rules not written will 

increasingly complement kept up practices that provide instructions to workers in carrying out everyday tasks so 

that the higher the organization's success. Furthermore, Robbins suggests the seven primary characteristics of the 

organizational culture: Innovation, attention on the details of the task, results in orientation, a people orientation, 

team orientation, aggressiveness, stability. 

Seventh characteristics of the organizational culture take place in unity from low to high. The higher the 

cultural features of the organization, the more Kondusif the corporate culture in shaping positive behaviors (high 

performance) for the members of his organization. Conversely, the weak characteristics of the culture of the 

organization, it will be an increasingly less conducive organizational culture of these members, tend to be lower. 

Robbins (2008: 315), the founders of organizations, can be a significant foundation for the creation of 

organizational culture. The founder of the organization, with its vision and mission, naturally had a considerable 

impact on the organization's early literature.  This old culture, in general, continues to grow up to be a shared 

meaning and control that characterize the organizational culture. Furthermore, Robbins explained that the process 

of creation of corporate culture occurs in three ways: First, the founders of thinking and feeling that they are 

following the strategy, both the founder indoctrinate and disseminate to its members about a way of thinking and 

feeling their approach; Third, the founder of his behavior serves as a role model to encourage employees to identify 

the beliefs, values, and assumptions on the employee. 

Rogga(2001) stated that cultural organizations could increase employee motivation.Zhang and Li (2013) state 

that organizational culture has regarded as one of the critical core competence of an organization. Individuals, 

groups, and organizations as a whole run under culture though almost tangible. This paper attempts to describe the 

organizational culture and to explore the relationship between corporate culture and employee satisfaction in the 

case of the Chinese family enterprise. As a byproduct, the quantitative approach to support a managerial decision 

about a cultural change to improve organizational effectiveness. 

 

Hypothesis 3: Organizational culture influence the work motivation in the Faculty of Engineering Colleges 

Kalimantan. 

 

Organizational culture on organizational performance  
Organizational culture often used as one criterion in assessing the performance of employees, which means 

that when an employee has a high corporate culture, it will have a peak performance because of accordance with 

the work culture of the organization and ability. Additionally, other assumptions are that when an employee 

behaves well as its organizational culture, it will provide excellent performance results. Thus, other employees 

who also act similarly assumed to perform well too so that when the performance of a group of individuals is 

unique, then direct the organization's performance will also be useful. 

Something that question is a culture in which people find themselves, such as values, beliefs, assumptions, 

expectations, and so on. Organizational culture is a common belief that the underlying value is the identity of the 

company.The organizational culture agreeswith members organizationsor companiesthat facilitate the birth of a 

broader understandingto their advantage. The virtue of corporate culture is control and direction in shaping the 

attitudes and behaviors of people who participate in the organization's activities.Changes in productivity, 

performance, commitment, self-confidence, and ethical behavior are the effects of changes in organizational 

culture. So it can be explained that corporate culture and leadership style can significantly increase organizational 

commitment, motivation, and employee performance. With the carrying capacity of a company, leaders will be 

able to increase motivation for employees to work harder and achieve the specified targets. 

By streamlining the corporate culture, it will have a positive impact on the productivity of university services. 

Aluko's research results (2003) also prove that organizational culture has been able to improve organizational 

performance significantly. 

 

Hypothesis 4: Organizational culture affects the performance of the organization at the Faculty of Engineering 

Colleges Kalimantan. 

 

Effect of total quality management on work motivation  
In total quality management describes the challenges and impacts on performance. This overall quality 

management starts with the intention to work better and achieve the final goal will be a source of motivation in 

activities. Locke and Latham (1990) provide reinforcement that in setting reasonable goals, the objectives are 

pursued precisely and remain consistent from the top level to the bottom level. With the involvement of senior 
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managers to the bottom level, goal setting can be more precise and carried out well within the organization so that 

achieving high performance will be easily achieved. Kravchuk & Shack (1996) also explained that the essential 

attribute in performance management systems in the public sector is the existence of clear and measurable goals 

through total quality management assumptions. 

 

Hypothesis 5:Total quality management effect on work motivation at the Faculty of Engineering Colleges 

Kalimantan. 

Effect of total quality management to organizational performance  
Total quality management, a principle the creation of governance is essential—legitimacy for public 

authorities and public organizations. The federal authorities cannot be a guarantee for public confidence that the 

public uses total quality management to ensure public confidence in government by filling the gap of understanding 

between the public and representative as well as between authority and government (Aucoin and Heintzman 2000). 

The demands of various stakeholders early on fund management responsibilities, an organization is of 

particular concern and the necessity of total quality management expected to increase public confidence. Dubnick 

(2005) explains that in the processes of development and change an organization, assumed when the overall quality 

management of an organization is proper, it will also affect the transparency and indirectly will improve the 

performance of the organization. 

 

Hypothesis 6: Total quality management on the performance of the organization at the Faculty of Engineering 

Colleges Kalimantan. 

 

Work motivation on organizational performance  
Motivate someone not just to encourage or even give orders to do something. Motivating is a way to use a 

variety of abilities to recognize and manage themselves and others. Motivation in this study not separated from 

the context. Of its organizational man, human influence corporate motivation to do a job. Motivation in a post is 

significant because motivation is to encourage an individual to behave so that the individual is willing to work 

diligently and enthusiastically to achieve optimal results. Motivation regarded as the embodiment above maximum 

performance due to an urge to bring up the will and morale. 

 

Hypothesis 7: Work motivation affect the performance of the organization at the Faculty of Engineering Colleges 

Kalimantan  
 
Methods of Research 

 
Population and Sample 

In this study,the population was the entire Faculty of Engineering in Colleges Kalimantan. Samples 

designated as respondents in this study are that upper management and middle management in higher education 

addressed to Chairman of the Program and Secretary Prodi. Top management and middle management considered 

being the most representative sample of the characteristics of a college, assuming that function, the main tasks, 

and authority attached to him is a real representation of the role and objectives to be achieved universities. 

Questionnaires scattered addressed to the Chairman of the Program and Secretary Prodi in all departments in the 

faculty of Engineering at various private universities.A total of 169 college Territory Kopertis 11 active based on 

data PDDIKTI, only 47 private universities have the Faculty of Engineering with a variety of majors given a 

questionnaire in this study.There are 94 departments in the Faculty of Engineering. Questionnaires were distributed 

to the Chairman of the Program and Secretary Prodi on 94 departments in the Faculty of Engineering, bringing the 

total questionnaires distributed is as much as 188 questionnaires with details as follows: 188 questionnaires 

distributed, 154 surveys returned, questionnaires not returned 34, which eliminated 49 questionnaires, 

questionnaire used in Data 105 questionnaires. 

 

Data analysis technique 

Research using descriptive analysis methods and statistical inference using WarpPLS. In this study, the data 

analyzed using a partial least square (PLS) approach. PLS is a component or variant based on the Structural 

Equation Modeling (SEM) equation. Covariance-based SEM generally tests causality/theory, whereas PLS is a 

more predictive model. PLS is a powerful analytic method. Not based on many assumptions. Data mustdistribute 

normally. The sample must not be large. Besides, it can use to confirm the theory, and PLS can also be used to 

explain the relationship between latent variables. 

 
Results And Discussion 
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Research Model usingPartial Least Square (PLS)After the PLS analysis repeated with the condition in which 

all indicators of the constructs of the model qualifies. The depiction of the model after a measurement test model 

as follows in Figure 1-3. 

 
Figure 1. Model Research Using WarpPLS (Elimination 1) 

 

 

 
Figure 2. Model Research Using WarpPLS (elimination 2) 

 
 

 
Figure 3. Model Research Using WarpPLS (new research models) 

 
Based on the picture can be seen that the loading factor under o, 5 is an indicator Y1.3 (finish Responsibility 

(CSR) well) With a loading factor value of 0.472 <0.5 so that the indicator Y1.3 (finish Responsibility (CSR) well) 

Should be eliminated because it has not been able to portray the variable Y1 (motivation). Based on the picture 

can be seen that the loading factor value below 0.5 is an indicator X3.7 (Faculty already have Process Monitoring 

and Control Good) With a loading factor value of 0.357 <0.5 so that the indicator X3.7 (Faculty already have 

Process Monitoring and Control Good) Should be eliminated because it has not been able to portray X3 (total 

quality management). 

 
Goodness of fit models PLS 

Transformational Leadership, organizational culture and Total Quality Management Motivation Influences 

of 0.285 or 28.50% and the remaining 71.50% is predicted there are other variables (not examined) that can 

enhance work motivation. Transformational leadership, organizational culture and total quality management as 
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well as employee motivation Influences organizational performance of 0,548 or 54.80% and the remaining 45.20% 

is predicted there are other variables (not examined) that can improve organizational performance variables. 

 

Testing Structural Model (t-test testing) 
Transformational Leadership ia a positive and is not significant effect on work motivation at the Faculty of 

Engineeringin Colleges Kalimantan. Influence Leadership transformational on work motivation through path 

coefficient of 0054 and P-values 0288 Values are not yet support the first hypothesis which states that the 

Leadership transformational positive and significant effect on work motivation of the Faculty of Engineering in 

Colleges Kalimantan, thus it can be concluded that H1 : rejected. 

Positive and significant influence is found in the relationship of Transformational Leadership to 

organizational performance. Influence Leadership transformational to organizational performance through path 

coefficient of 0156 and P-values 0.049 This value supports the second hypothesis which states that the Leadership 

transformational positive and significant effect on the performance of the organization of the Faculty of 

Engineering in Colleges Kalimantan, thus it can be concluded that the H2: be accepted. 

Cultural organizations significant positive effect on work motivation of the Faculty of Engineering in 

Colleges Kalimantan. Organizational culture on employee motivation through path coefficient of 0511 and P-

values 0001 Values support the third hypothesis which states that organizational culture positive and significant 

effect on work motivation of the Faculty of Engineering in Colleges Kalimantan, thus it can be concluded that H3: 

be accepted. 

Cultural organizations is a positive andis not significant effect on performance of the Faculty of Engineering 

in Colleges Kalimantan. The influence of organizational culture on organizational performance through path 

coefficient of 0129 and P-values 0.087.This value does not support the fourth hypothesis that organizational culture 

has a positive and significant influence on the performance of the Faculty of Engineering in Kalimantan higher 

education. Therefore it can be concluded that H4: is rejected. 

Total quality management significant negative effect on work motivation at the Faculty of Engineering 

Colleges Kalimantan. Effect of total quality management on work motivation through path coefficient of -0.074 

and P-values 0221 Values are not yet support the fifth hypothesis which states that the total quality management 

and significant positive effect on work motivation at the Faculty of Engineering Colleges Kalimantan, and is 

therefore concluded that H5: rejected. 

Total quality management no significant positive effect on the performance of the organization at the Faculty 

of Engineering Colleges Kalimantan. Effect of total quality management to organizational performance through 

path coefficient of 0.125 and P-values 0094 Values are not supporting the hypothesis sixth which states that the 

total quality management positive significant impact on the performance of the organization of the Faculty of 

Engineering in Colleges Kalimantan, thus it can be concluded that H6: rejected. 
Work motivation has a clearly positive effect on the performance of the organizationat the Faculty of 

Engineering Colleges Kalimantan. The influence of work motivation on organizational performance through path 

coefficient of 0530 and P-values 0001 Values support the hypothesis seventh stating that motivation positive and 

significant effect on the performance of the organization of the Faculty of Engineering in Colleges Kalimantan, 

thus it can be concluded that the H7: be accepted. 

Can be known indirect effect that can be identified as follows: 1) The indirect effect of transformational 

Leadership on organizational performance through motivation positively influence is not significant. Unlike the 

direct influence of transformational Leadership on organizational performance provide significant positive effect, 

meaning that the effect has not been able motivation as an intervening variable between transformational 

Leadership and organizational performance. 2) The indirect influence of organizational culture on organizational 

performance through motivation to achieve significant positive influences. In contrast, the direct impact of 

organizational culture on organizational performance has a non-significant positive effect. How to motivate 

influence can be used as an intervention variable between organizational culture and organizational performance.3) 

The indirect effect of TQM on organizational performance through motivation positively influence is not 

significant. Unlike the direct influence of TQM on organizational performance negatively impact is not significant, 

that is motivation in its influence has not been able as an intervening variable between TQM and organizational 

performance. 

 

Transformational Leadership on employee motivation 
Transformational Leadership is measured through the coordination and planning of facilities and 

infrastructure, coordinating the management and human resources planning, coordination, management and 

financial planning, coordination of quality assurance has not been able to encourage increased motivation to work 

is measured through achievement (achievement), recognition (recognition), responsibility, work itself, increased 

significantly. 
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Some research indicates that Leadership set by a leader in the organization can create a harmonious 

integration and encourage employee morale to achieve maximum goals. For that a leader should be more 

responsible and wiser. 

In such a context of community development is an integral part of the leadership process, in which the 

subordinate implicitly willing to accept the status of the superiority of their leaders, thus there is a sort of 

attachment to subordinate to the Leadership in the effort to create an atmosphere of togetherness.  

The relationship between Leadership and motivation based on the path-goal theory, influence the behavior 

of the leader of the employees satisfaction thus depends on the situation, including the characteristics of 

employment and employees characteristics (Yukl, 2010: 123). Motivation and Leadership are the most important 

elements that affect the overall effectiveness of the organization. 

Ali (2005) states that there is a positive influence between the Leadership of the motivation and performance 

of employees. Good communication between superiors and subordinates. Interaction with superiors and 

subordinates involve participation in decisions affecting employee satisfaction and performance. 

Leaders who can apply the right Leadership will be able to satisfy his subordinates and employees became 

more determined to work so that the employee's performance can be formed. According to Kabul (2005) the results 

above could conclude in an effort to improve employee motivation through leadership participation behavior. 

 
Transformational Leadership on organizational performance 

Transformational Leadership on the performance of the organization at the Faculty of Engineering Colleges 

Kalimantan. This shows that transformational Leadership is measured through the coordination and planning of 

facilities and infrastructure, coordinating the management and human resources planning, coordination, 

management and financial planning, coordination of quality assurance has been able to boost organizational 

performance as measured by factors of personal / individual that is the skill ( skills), which is owned by each 

employee, leadership factor is the direction given boss, team factor is the cohesiveness of the team, ie system 

factors working facilities provided by the organization, namely contextual factors external and internal 

environment changes significantly. 

The development of an organization does not change regardless of how the direct Leadership of the entire 

organization. According Oshagbemi (2000), the style of transformational Leadership does not only rely on the 

strength and power in achieving the objectives of the organization, but the characters in a leader who 

transformational able to influence the members of the organization in a manner that is appropriate, and ultimately 

appropriate way causes subordinate happy in accepting the task, do not assume the duties as a burden, and that 

organizational goals can be easily achieved. Research conducted Legino (2006) also show that the transformational 

leadership style has positive influence on the development of the organization. 

Modern leadership model as transformational Leadership plays an important role for the organization. Bass 

(2001: 71) define that transformational Leadership as a leader who has the power to influence subordinates in 

certain ways. Subordinates feel trust, admiration and loyal to his superiors so motivated to do more than what is 

usual and expected. Bass (2001: 78) also states that transformational Leadership includes the development of a 

closer relationship between leaders and subordinates, not just a labor agreement but rather are based on trust and 

commitment. Transformational Leadership in principle to motivate subordinates to do better than what he usually 

does, 

Leaders have a great responsibility to create conditions that stimulate the members in order to achieve 

predetermined objectives. The leadership style to mirror the person's ability to influence individuals or groups, as 

well as flexible in the approach that is used in order to improve performance. To achieve the goals of the 

organization, employees must put aside his personal goals, or at least have a partial objective to achieve the main 

goal of the organization. In the context of the organization, the nature of the performance is determined by the 

organization itself. Employees are an important part in the achievement of an organization, and leadership style 

can influence the performance of employees. Hayward (2005) states that there is a significant relationship between 

transactional leadership style on employee performance. 

 
Organizational culture on work motivation 

Cultural organizations significant positive effect on work motivation of the Faculty of Engineering in 

Colleges Kalimantan. This suggests that organizational culture is measured through the tolerance of risk measures, 

directions, integration, reward systems, communication patterns have been able to boost employee motivation is 

measured through achievement (achievement), recognition (recognition), responsibility (responsibility), the work 

itself (work itself), increased (advancement) significantly. 

Schein (2007: 299) defines organizational culture partly assumptions and basic beliefs are shared with 

members of an organization. The assumptions and beliefs regarding the group's views on the nature of time and 

scope, as well as human nature and human relationships. while Robbins (2008: 305) explains that organizational 

culture is a system of shared meaning and control adopted by the members that distinguishes the organization with 

other organizations. Meaning and control system along a purpose of realizing the customs or rules that are not 
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written to be agreed by each worker. The more complete the rules are not written will increasingly complement 

those rules always giving instructions to workers in carrying out everyday tasks so that the higher the organization's 

success. Furthermore, Robbins suggests the seven main characteristics of the organizational culture: Innovation, 

attention on the details of the task, results orientation, people orientation, team orientation, aggressiveness, 

stability. 

Seventh characteristics of the organizational culture takes place in a unity from low to high. The higher the 

cultural characteristics of the organization, the more conducive the organizational culture in shaping positive 

behaviors (high performance) for the members of his organization. Conversely the weak characteristics of the 

culture of the organization, it will be increasingly less conducive organizational culture of these members tend to 

be lower. 

Robbins (2008: 315) explains that the founders of the organization can be a major source of organizational 

culture. This early culture in general continues to grow up to be a shared meaning and control that characterize the 

organizational culture. Furthermore, Robbins explained that the process of creation of organizational culture occurs 

in three ways: First, the founders of thinking and feeling that they are following the strategy, both the founder 

indoctrinate and disseminate to its members about a way of thinking and feeling their strategy; Third, the founder 

of his own behavior serves as a role model to encourage employees to identify the beliefs, values, and assumptions 

on the employee. 

Indeed intercultural company with employee satisfaction there is a relationship, where the culture (culture) 

is said to provide guidelines for an employee how he perceive the cultural characteristics of an organization. 

 
Organizational culture on organizational performance 

It has a significance that organizational culture is measured through tolerance to high-risk behavior, 

directions, integration, reward systems, communication patterns have not been able to boost organizational 

performance as measured by factors of personal / individual that is the skill (skill), which is owned by each 

employee , factors that direction given the Leadership of the boss, the team factor is the cohesiveness of the team, 

ie system factors working facilities provided by the organization, namely contextual factors external and internal 

environment changes significantly. 

Organizational culture is often used as one criterion in assessing the performance of employees, which means 

that when an employee has a high organizational culture, it will have a peak performance because of what is done 

in accordance with the work culture of the organization and ability. Additionally, other assumptions is when an 

employee behaves well as its organizational culture, it will provide good performance results. Thus, other 

employees who also behave similarly assumed to be performing well too so that when the performance of a group 

of individuals is good, then direct the organization's performance will also be good. 

Given the organizational culture is an agreement with the members of the organizations or companies that 

facilitate the birth of a broader agreement to their personal advantage.  

Organizational culture affects productivity, performance, commitment, confidence, and ethical behavior. 

High support shown by the leaders of the company is able to provide high motivation of employees to work better 

and achieve targets 

Research on the relationship work culture and the performance is also done by Moeljono (2005), concluded 

that the four-factor of corporate culture (integrity, professionalism, exemplary, award-HR) together influence the 

sixth service indicator of productivity of services, which include (1) the work ethic , (2) alignment with the 

University, (3) ability to handle problems at university, (4) the satisfaction of the University, (5) employees who 

are qualified and able to be empowered, and (6) improving the quality, services and processes and the effect is 

very significant. The more effective corporate culture implemented, would increase the productivity of university 

services. 

 
 

Total quality management on work motivation 
Total quality management significant negative effect on work motivation at the Faculty of Engineering 

Colleges Kalimantan. This means that the total quality management as measured by the top management 

commitment, education and training, customer focus / orientation, employee empowerment / involvement, 

continuous improvement, incentive and recognition system, process monitoring and control have not been able to 

boost employee motivation as measured by achievement (achievement), recognition (recognition), responsibility 

(responsibility), work itself (work itself), increased (advancement) significantly. 

Total quality management is a theory that explains the challenges and feedback on performance. Total quality 

management starts from the meaning of an intent to work and achieve the eventual goal of becoming a source of 

motivation to work. Locke and Latham (1990) explains that a good goal setting is an appropriate goal setting and 

consistent from top to bottom level. With the involvement of top-level managers to lower levels, the establishment 

of clear objectives can be run either within the organization so that the performance will be easily achieved. 
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Kravchuk and Shack (1996) also explained that one of the most important attributes in public sector performance 

management system is having clear goals and measurable. Based on the assumption of total quality management. 

 
Effect of total quality management to organizational performance 

Total quality management no significant positive effect on the performance of the organization at the Faculty 

of Engineering Colleges Kalimantan. This means that the total quality management as measured by the top 

management commitment, education and training, customers focus / orientation, employee empowerment / 

involvement, continuous improvement, incentive and recognition system, process monitoring and control have not 

been able to boost organizational performance as measured by the personal factors / individual that is the skill 

(skill), which is owned by each employee, leadership factor is the direction given boss, a factor the team is the 

cohesiveness of the team members, the factor of the system is working facilities provided by the organization, 

factors contextual that changes in the external environment and internal real. 

Total quality managements a principle the creation of governance is important because it provides legitimacy 

for public authorities and public organizations. The public authorities cannot be a guarantee for public confidence 

that public use total quality management to ensure public confidence in government by filling the gap of 

understanding between the public and representative as well as between an authority and government (Aucoin and 

Heintzman 2000). 

The various demands of different stakeholders early on fund management responsibilities an organization is 

of particular concern and the necessity of total quality management, is expected to increase public confidence. 

Dubnick (2005) explains that in the processes of development and change an organization, it is assumed when the 

total quality management of an organization is good, it will also affect the transparency and indirectly will improve 

the performance of the organization. 

 
The influence of work motivation on organizational performance 

The motivation is measured through achievement (achievement), recognition (recognition), responsibility 

(responsibility), work itself (work itself), increased (advancement) has been able to boost organizational 

performance as measured by factors personal / individual that is the skill (skill), which is owned by each employee, 

leadership factor is the direction given boss, a factor the team is the cohesiveness of the team members, the factor 

of the system is working facilities provided by the organization, factors contextual that changes in the external 

environment and internal real , 

Motivate someone not just to encourage or even give orders to do something. Motivating is a way to use a 

variety of abilities to recognize and manage themselves and others. Motivation in this study cannot be separated 

from human organizational context, the human influence organizational motivation to do a job. Motivation in a 

job is very important because motivation is to encourage an individual to behave so that the individual is willing 

to work diligently and enthusiastically to achieve optimal results. Motivation can also be regarded as the 

embodiment above maximum performance due to an urge to bring up the will and morale. 

 
Conclusion 

Transformational Leadership is not significant positive effect on work motivation at the Faculty of 

Engineering Colleges Kalimantan. Transformational Leadership is measured through the coordination and 

planning of facilities and infrastructure, coordinating the management and human resources planning, 

coordination, management and financial planning, coordination of quality assurance has not been able to encourage 

increased motivation to work is measured through achievement (achievement), recognition (recognition), 

responsibility, work itself, increased (advancement) significantly. Some research indicates that Leadership set by 

a leader in the organization can create a harmonious integration and encourage employee morale to achieve 

maximum goals. For that a leader should be more responsible and wiser.  

Cultural organizations is a positive and is not significant effect on performance of the Faculty of Engineering 

in Colleges Kalimantan. It has a significance that organizational culture is measured through tolerance to high-risk 

behavior, directions, integration, reward systems, communication patterns have not been able to boost 

organizational performance as measured by factors of personal / individual that is the skill (skill), which is owned 

by each employee , factors that direction given the Leadership of the boss, the team factor is the cohesiveness of 

the team, if system factors working facilities provided by the organization, namely contextual factors external and 

internal environment changes significantly. Organizational culture is often used as one criterion in assessing the 

performance of employees, which means that when an employee has a high organizational culture, it will have a 

peak performance because of what is done in accordance with the work culture of the organization and ability. 

Additionally, other assumptions are when an employee behaves well as its organizational culture, it will provide 

good performance results. Thus, other employees who also behave similarly assumed to be performing well too 

so that when the performance of a group of individuals is good, then direct the organization's performance will 

also be good. Organizational culture is a shared belief that the underlying value of the company's identity. Given 

the organizational culture is an agreement with the members of the organizations or companies that facilitate the 
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birth of a broader agreement to their personal advantage. Organizational culture is a shared belief that the 

underlying value of the company's identity. Given the organizational culture is an agreement with the members of 

the organizations or companies that facilitate the birth of a broader agreement to their personal advantage. 

Organizational culture is a shared belief that the underlying value of the company's identity. Given the 

organizational culture is an agreement with the members of the organizations or companies that facilitate the birth 

of a broader agreement to their personal advantage.  

Total quality management significant negative effect on work motivation at the Faculty of Engineering 

Colleges Kalimantan. This means that the total quality management as measured by the top management 

commitment, education and training, customers focus / orientation, employee empowerment / involvement, 

continuous improvement, incentive and recognition system, process monitoring and control have not been able to 

boost employee motivation as measured by achievement (achievement), recognition (recognition), responsibility 

(responsibility), work itself (work it self), increased (advancement) significantly. Total quality management is a 

theory that explains the challenges and feedback on performance. 

Total quality management no significant positive effect on the performance of the organization at the Faculty 

of Engineering Colleges Kalimantan. This means that the total quality management as measured by the top 

management commitment, education and training, customers focus / orientation, employee empowerment / 

involvement, continuous improvement, incentive and recognition system, process monitoring and control have not 

been able to boost organizational performance as measured by the personal factors / individual that is the skill 

(skill), which is owned by each employee, leadership factor is the direction given boss, a factor the team is the 

cohesiveness of the team members, the factor of the system is working facilities provided by the organization, 

factors contextual that changes in the external environment and internal real. Total quality management as a 

principle the creation of governance is important because it provides legitimacy for public authorities and public 

organizations. The public authorities cannot be a guarantee for public confidence that public use total quality 

management to ensure public confidence.  

The new findings in this study also discusses the indirect influence of the motivational role as intermediary 

variables. Unlike the direct influence of transformational Leadership on organizational performance provide 

significant positive effect, meaning that the effect has not been able motivation as an intervening variable between 

transformational Leadership and organizational performance. 

Unlike the direct influence of organizational culture on organizational performance positively influence is 

not significant, that is motivation in its influence has been able to as an intervening variable between organizational 

culture and organizational performance. The indirect effect of TQM on organizational performance through 

motivation positively influence is not significant. Unlike the direct influence of TQM on organizational 

performance negatively impact is not significant, that is motivation in its influence has not been able as an 

intervening variable between TQM and organizational performance. 
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