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Abstract

This research explores the creation of organizational culture at Islamic University of
Kadiri, focusing on the development and implementation of core values. The background
of this study is based on the premise that a strong organizational culture improves the
performance and morality of the institution. Objective of research: to know the process
of development of organizational values, implementation and their impact on
organizational culture at Islamic University of Kadiri. Data sources: primary and
secondary data, as well as thematic analysis to generate comprehensive insights into
cultural dynamics at Islamic University of Kadiri. Research results show that the
university upholds values such as integrity, respect, and collaboration. However, the
study also reveals the need for a more structured programme to effectively implant and
strengthen these values. The significance of this study lies in its contribution to
understanding the mechanisms through which values can be systematically integrated into
the culture of educational institutions, which potentially become a blueprint for other
universities who want to build a strong and effective organizational culture. It not only
improves the ethical dimension of the institution, but also the overall academic and
administrative effectiveness.
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Introduction

A strong organizational culture is the key to success for organizations,
including in the higher education environment (Al-Alawneh et al., 2024; Alkhodary,
2023; Shoaib & Pathan, 2023). A strong organizational culture can help create a
conducive working environment, encourage positive employee behavior, and
improve overall organizational performance (Ekhsan et al., 2023; Komariyah et al.,
2023; Zhang et al., 2023a). In the context of higher education, a strong
organizational culture can support the achievement of the vision, mission, and
objectives of the institution more (Al-Alawneh et al., 2024; Hmoud et al., 2023,
Rojak et al., 2024).

One crucial aspect of building a resilient organizational culture is the
development and implementation of organizational values (Azeem et al., 2021; Leso
et al., 2023; Sumardjo & Supriadi, 2023). These values not only form the foundation
for the behavior and decisions of organizational members, but also influence how
members interact and collaborate with one another (Knein et al., 2020; Nabella et
al., 2022; Nauman et al., 2022). By developing clear values and integrating them
into the organization's strategy, an institution can build a strong understanding and
commitment among its members (Olafsen et al., 2021). In addition, the consistent
and sustainable implementation of those values by leaders and members of the
organization is crucial to strengthening the desired organizational culture
(Ababneh, 2021; Anning-Dorson, 2021). Overall, the development and
implementation of organizational values are not just a formality, but are
fundamental elements that support the creation of a strong and sustainable
organizational culture.

Islamic University of Kadiri (UNISKA) as one of the higher education
institutions in Indonesia, it faces significant challenges in building a strong
organizational culture. The development and implementation of organizational
values that align with the vision, mission, and goals of UNISKA can be an effective
strategy to achieve this. It is important to ensure that UNISKA can play a role as an
excellent and competitive institution, as well as provide optimal contributions to
society. In this context, the development and implementation of organizational
values are crucial aspects of building a strong organizational culture (Kalkan et al.,
2020; Osei et al., 2023). However, there is still a gap between theory and practice
in the implementation of organizational values.

One striking phenomenon is the lack of clarity regarding the core values of
the organization at UNISKA. This results in a low consistency in the application of
these values, as well as a lack of active involvement from leadership, faculty, and
staff in the development and unification of the organization's values. Previous
research has shown that clear organizational values integrated into institutional
strategy can strengthen the commitment of organizational members (Olafsen et al.,
2021), but this has not yet been fully implemented at UNISKA.

The research gap in this context lies in the lack of in-depth studies regarding
the development of organizational values and their impact on organizational culture
at UNISKA. Most existing research focuses more on theories and models of
organizational culture in general, without specifically examining how these values
are developed and applied within the context of Islamic educational institutions in
Indonesia. Therefore, this study aims to fill that gap by conducting a thorough
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analysis of the processes, application, and impact of organizational values at
UNISKA.

The urgency of this research is very high considering the importance of a
strong organizational culture to achieve the vision, mission, and goals of UNISKA.
In the context of globalization and increasingly fierce competition in higher
education, UNISKA needs to ensure that the values it upholds are not merely
formalities, but are truly internalized by all members of the organization. This
research is expected to provide valuable insights for the development of effective
strategies in building a strong and sustainable organizational culture at UNISKA.

This research topic focuses on three main aspects: 1. The Process of
Developing Organizational Values: Identifying how organizational values are
developed at UNISKA. 2. The Application of Organizational Values: Analyzing
how the developed values are applied in daily practices at UNISKA. 3. The Impact
of Applying Organizational Values: Assessing the impact of these values on
organizational culture and institutional performance.

Methodology

Research approach used in research: qualitative case studies. Research
location: Islamic University of Kadiri. Data source: primary and secondary data.
Primary data: observations and interviews with the leaders, lecturers, and staff of
the Islamic University of Kadiri. Secondary data: documents related to the policies,
regulations, and organizational activities of the Islamic University of Kadiri. Data
collection techniques: observation, interview and study document. Observation:
direct observations of the organizational activity and interaction at the Islamic
University of Kadiri. Interviews: In-depth interview with the leadership, lecturer,
and staff of the Islamic University of Kadiri. The informants involved in this
research consist of: 5 (five) Unit Leaders : Individuals in leadership positions across
various units of the university.7 (seven) Lecturers: Faculty members responsible for
teaching and academic responsibilities. 3 (three) Staff Members: Employees
engaged in administrative or support roles. All selected informants have more than
10 (ten) years of service, providing them with a specific and comprehensive
understanding of the university's intricacies.Study document: analysis of
documents related to policies, rules, and organization activities of the Islamic
University of Kadiri. Data Analysis Techniques: thematic analysis (Braun & Clarke,
2006). The thematic analysis process by Braun & Clarke involves the following
steps:1) Familiarization with Data: Researchers immerse themselves in the data by
reading and re-reading it to gain a deep understanding. 2) Initial Coding: Identifying
and labeling significant features of the data that relate to the research questions.
3) Searching for Themes: Grouping the identified codes into potential themes,
which represent broader patterns in the data. 4) Reviewing Themes: Checking the
themes against the entire dataset to ensure they accurately reflect the data. 5)
Defining and Naming Themes: Clearly defining each theme and giving them
appropriate names to clarify their meaning and scope. 6) Reporting: Writing a
narrative or report that explains the research findings, using the identified themes
to support conclusions. These steps provide a systematic framework for analyzing
qualitative data and identifying meaningful patterns.
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Result and Discussion
1. Organizational Values Development Process at Islamic University of
Kadiri

The process of developing organizational values is an important first step in
building a strong organizational culture(Azeem et al., 2021; Bagga et al., 2023).
This process involves identifying the core values of the organization, formulating
values clearly and comprehensibly for all members, as well as internalizing values
into the members of the organisation (Kibret, 2021). An understanding of how the
Islamic University of Kadiri carries out the process of developing the values of this
organization will provide an initial overview of the efforts to build a strong
organizational culture.

The process of developing organizational values at the Islamic University of
Kadiri is carried out through three main stages, namely:

a. ldentification of core organizational values

The development of organizational values begins with the identification of
core values that are considered important and fundamental to the Islamic University
of Kadiri (Isensee et al., 2020). The process carried out at Islamic University of
Kadiri involves leaders, lecturers and staff to gain a comprehensive understanding
of the values considered important. (Schein, 2004), the process of identifying the
core values of organizations can be carried out through several approaches.The
results of researchers' interviews with informants showed that the process of
identifying the core values of organizations at Islamic University of Kadiri was
carried out with several approaches, among others:

1. Explore the history and traditions of organizations undertaken by studying
the history and tradition of the Islamic University of Kadiri. It is done to
identify values that have long been followed and become part of the identity
of the organization.

2. In-depth interviews with leaders and members of the organization were
conducted with leaders, lecturers, and staff at the Islamic University of
Kadiri. It is done to express the values that are considered important and
fundamental to the organization.

3. Analysis of organizational documents. The analysis covers various official
documents of the Islamic University of Kadiri, such as vision, mission,
purpose, and policy, and can help identify the core values contained therein.

4. Observation of the behavior and interaction of members of the organization.
Observations on the behavioral patterns and interactions of citizens on the
campus of Islamic University Kadiri can provide an overview of the values
that are reflected in day-to-day organizational practices.

b. Formulation of Organizational Values
After identifying the core values, Islamic University of Kadiri needs to

formulate those values clearly, specifically, and understandably for all members of
the organization (Mulyono et al., 2021; Rahman et al., 2022). This formulation
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process should be participatory, involving various parties within the organization,
such as leaders, lecturers, staff, and student representatives. The goal is to ensure
that these values are accepted and shared by all the citizens of the university.
(Wisniewska & Grudowski, 2023).

The following procedures are used in the process of formulating

organizational values at the Islamic University of Kadiri's:

1.

Formatting Formula Team. The team to formulate organizational values
involves representatives of leadership, lecturers, staff, and students (Schein,
2004; Wisniewska & Grudowski, 2023). The team works in accordance with
the decision of the Rektor responsible for facilitating the value-building
process of the organization in a participatory way.

Conduct Discussion through Focus Group Discussion (FGD). FGD involves
various stakeholders at the Islamic University of Kadiri and aims to gather
the opinions of FGD participants from the results of the formulation of core
values that have been previously identified by the formula team. In this
FGD, previously identified core values can be discussed and formulated
together (Sebello, 2021).

Drafting of Organizational Values. The team is drafting the organization's
values based on the results of the discussions from the previously conducted
Focus Group Discussion. This draft contains a formulation of values that
are clear, specific, and understandable to all members of the organization
(Zhang et al., 2023).

Testing and Feedback. The organizational values that have been drafted are
being tested through various discussion forums and socialization within the
Islamic University of Kadiri (Schein, 2004). Input and feedback from
campus residents can be used to refine the formulation of those values.
Establishment of Organizational Values. After the trial and refinement
process, the values of the Islamic University of Kadiri can be officially
established by the leadership. This establishment aims to ensure that these
values serve as a reference and a shared commitment for all members of the
campus community (Syakur et al., 2020).

Through a participatory and comprehensive formulation process, it is hoped that
the values of the Islamic University of Kadiri can be accepted, understood, and
collectively embraced by all members of the organization(Schein, 2004).

The results of the identification have established the core values of the

organization adhered to by members at Islamic University Kadiri are:

1.

Islam. As an Islamic-based university, Islamic values such as fear, honesty,
and integrity are the core values underlying all activities at Islamic
University Kadiri (Alazmi, 2023; Suyadi et al., 2021). These values come
from the teachings of Islam, which form the foundation of the vision,
mission, and purpose of the organization.

The academic quality of Islamic University Kadiri as an institution of higher
education maintains the values of academic qualities such as excellence in
teaching, research, and dedication to society (ldri, 2021; Mohammad,
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2022). These values encourage university citizens to constantly improve
their competence and make the best contribution to institutional progress.

3. Professionalism. The values of professionalism, such as discipline,
responsibility, and a high work ethos, are the foundation for all members of
the Islamic University of Kadiri in carrying out their duties and
responsibilities (Nor et al., 2024; Purnomo, 2024). These values ensure
effectiveness and efficiency in achieving the goals of the organization.

4. Family. As a campus, the Islamic University of Kadiri nurtures family
values such as mutual respect, care, and gotong royong among campus
citizens (Pajarianto et al., 2022; Sirry et al., 2024; Slamet et al., 2021).These
values create a conducive working environment and support the formation
of a strong organizational culture.

c. Internalizing Organizational Values

The final stage of the process of developing the organizational values is to
internalize those values into the members of Islamic University of Kadiri (Purnomo,
2024). This can be done through socialization, training, and coherence of leadership.
The aim is to make these values part of the identity, behavior, and culture of the
organization sustainably (Schein, 2004).

Strategies used by Islamic University of Kadiri in internalizing the organizational
values, among others:

1. Socialization of Values. The socialization of organizational values has been
carried out intensively and continuously to all campus members, including
leaders, lecturers, staff, and students, through various means such as regular
meetings, workshops, and internal communication media (Trenggono et al.,
2024).

2. Training on organizational values. The organization conducts training
aimed at equipping members with an understanding and skills to apply the
organization's values (Mouboua et al., 2024). This training may include
practical aspects of applying values in daily activities.

3. The leadership role is very important in the process of internalizing the
values of the organization (Schein, 2004). Leaders must provide consistency
by showing behavior and actions that are consistent with the values that
have been established. This integrity will be a boost to all members of the
organization.

4. The Islamic University of Kadiri implements a reward system for members
of the organization who demonstrate behavior in line with the organization's
values (Hadijaya et al., 2024). On the other hand, there are consequences
for those who do not comply with or violate the organization's values. This
can strengthen the members' commitment to the established values.

Through these strategies, it is hoped that the values of the Islamic University
of Kadiri can be truly internalized into the entire citizens of the campus, thus
becoming part of the culture and identity of the organization (Schein, 2004).
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2. Implementation of organizational values at Islamic University of Kadiri

Strategies and practices in implementing organizational values
Implementation of organizational values involves strategies and practices carried
out by leaders, lecturers, and staff in embedding these values into everyday
behavior. An understanding of how Islamic University of Kadiri implements
organizational values will provide information about organizational efforts in
realizing the desired organizational culture.

Role of Leaders, Lecturers, and Staff in Implementation of Values at Islamic
University of Kadiri

1. Leadership role as a leader, the management of Islamic University of Kadiri
has a very important role in the implementation of organizational values
(Schein, 2004). Some leadership roles in this, among others:

a. Leadership should be an example by showing behavior and actions
that are consistent with the values of the organization.

b. Leadership needs to actively articulate and promote the values of the
organization to the entire citizens of the campus through various
means of communication.

c. Integrating values into policies and systems leadership plays a role
in developing policies, systems, and organizational structures that
support the implementation of values at Islamic University of
Kadiri.

2. As a leading guard in the educational process, lecturers have an important
role in implementing organizational values at Islamic University of Kadiri
(Sulistyorini, 2024), among others:

a. Being a role model for students. A lecturer can be an example by
showing behavior and actions that are consistent with the
organizational values in interaction with students.

b. Integrating values into the learning process. Lecturers can integrate
organizational values in the preparation of curricula, teaching
materials, as well as teaching practice in the classroom.

c. Promoting values in academic activities. Lecturers can promote
organizational values through a variety of academic activity, such as
research, publication, and community service.

3. The role of administrative and support staff at Islamic University of Kadiri
also has an important role in the implementation of organizational values
(Purnomo, 2022), among others:

a. Demonstrate behavior in accordance with the values staff can
demonstrate behaviour and actions in conformity with the
organizational values in the performance of day-to-day tasks.

b. Supporting the implementation of values staff can play an active role in
supporting various programmes and initiatives aimed at implementing
the values of the organization.
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c. Being an agent of change staff can be an agents of change by promoting
and encouraging the implementation of values in their work
environment.

Through a synergistic role between leadership, faculty, and staff, Islamic University
of Kadiri is expected to be able to implement organizational values effectively and
sustainably.

3. Impact of the development and implementation of values on
organizational culture at Islamic University of Kadiri

Changes in behavior, attitudes, and habits of university citizens

The development and implementation of values within an educational organization
such as Islamic University of Kadiri has a significant impact on the behavior,
attitudes, and habits of campus citizens. It is based on the theory that strong and
clear organizational values can influence how individuals within such organizations
behave and interact with each other. When values such as integrity, honesty, and
care are implemented, the behavior of university citizens will reflect those values.
A strong organizational culture will encourage members of the organization to show
behavior that is consistent with their values(Schein, 2004). For example, if a
university emphasizes the value of honesty, then students and staff will be more
likely to behave honestly and transparently in all their activities.

Improved performance and organizational climate

Implementation of positive values in organizational culture not only changes
behavior but also contributes to improved organizational performance and climate.
This performance improvement can occur due to a stronger sense of bond and
higher motivation among the members of the organization to common goals. Stated
that organizational values that are accepted well by all members can increase
commitment, reduce conflict, and increase cohesion, all of which have an impact
on increased productivity and work efficiency(Purnomo, 2022). For example, the
value of collaboration and a strong team at Islamic University of Kadiri can help
faculty, staff, and students to work more synergistically, which ultimately optimizes
university operations and academic outputs. To enhance the implementation of
positive values at the Islamic University of Kadiri (UNISKA), the following
practical strategies are proposed:1. Training and Workshops: Conduct regular
training sessions and workshops for all organizational members, including leaders,
lecturers, and staff. These should focus on developing skills in communication,
collaboration, and conflict resolution. 2. Alignment of Values: Ensure that
organizational values align with the university's vision and mission. Disseminate
these values through various communication channels, such as newsletters, posters,
and regular meetings. 3. Recognition and Rewards: Implement a system of
recognition for individuals or teams that demonstrate commitment to organizational
values. This recognition could be in the form of certificates, monthly awards, or
publications in the university's internal media. 4. Mentoring and Support: Develop
a mentoring program where senior members assist new members in understanding
and internalizing the organizational values. 5. Evaluation and Feedback: Conduct
periodic evaluations of the implementation of organizational values. Use surveys
or focus group discussions to gather feedback from organizational members on how
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these values are applied and perceived. 6. Team Activities and Collaboration:
Encourage activities that promote teamwork and collaboration across departments,
such as interdisciplinary projects or social events involving the entire university
community. 7. Open Communication: Foster a culture of open communication
where every member feels comfortable sharing their ideas and concerns. This can
be achieved through regular discussion forums or online communication platforms.
By implementing these strategies, UNISKA can more effectively embed positive
values that support improved organizational performance and climate.

Conclusion

Research on the development and implementation of values within the
organizational culture at Islamic University of Kadiri shows that strong and clear
values can reinforce institutional identity as well as enhance performance and
stakeholder satisfaction. A positive organizational culture supports the achievement
of the university's vision and mission while creating a conducive academic
environment. Through the active participation of all members of the organization
in the process of developing values, the university can create a greater sense of
ownership and responsibility towards shared goals.

Theoretical Implications: This research can serve as a reference for further studies

on organizational culture in higher education institutions, particularly those based

on Islamic values.

Practical Implications for Organizations:

1. Universities need to continuously communicate and internalize the established
values so that all members of the organization understand and apply them in their
daily activities.

2. Training and workshops on organizational values should be conducted regularly
to enhance members' awareness and commitment to the organizational culture.

Suggestions for Future Researchers:

1. Subsequent research could explore the specific impacts of each implemented
value on individual and overall organizational performance.

2. Future studies could also be conducted in other educational institutions to
compare the effectiveness of implementing organizational cultural values in
different contexts.
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