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Abstract. The objective of the article is to explain the role of strategic align-

ment process, execution capabilities and learning culture to improve the perfor-

mance a Study Program in University. This study explores the impact of the stra-

tegic alignment process for enhancing the Study Progam’s performance. Hence, 

this study also explores the impact of execution capability and learning culture 

as a mediator on improving the performance of the Study Program. The article is 

quantitative research.  The respondents are the Head of Study Programs at several 

Prominent Universities in Central Java Province, Indonesia. The sample was cho-

sen by random sampling method with 124 samples. Data analysis used confirm-

atory factor analysis and structural equation modeling (SEM) AMOS. The re-

search reveals that execution capability and learning culture have a significant 

effect on the performance of the Study Program as mediating variables. Execu-

tion capability and learning culture as a mediator significantly increase the influ-

ence of the strategic alignment process on improving performance. The research 

contributes to existing knowledge in the Higher Education environment by 

providing antecedents to the strategic alignment process which includes execu-

tion capabilities, learning culture, and study program performance as a theoretical 

implication. Therefore, a study program needs to improve the quality of the exe-

cution capability and strengthen learning culture of its organization as recom-

mendation. This research tries to explain the theory regarding the resource-based 

view and contingency theory. This capability becomes the mediator of alignment 

to improve performance in term of execution of strategy, likewise with the learn-

ing culture. The originality of this research is the use of the Higher Education 

institution environment as a research object within the framework of adaptation 

to change and combination of execution and culture to improve the Study Pro-

gram performance  
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1. Introduction 

Growing competition in the higher education sector causes universities to changes in 

order to remain competitive in their field of operations (1). The dynamics of campus 

management processes have been influenced by the forces of globalization and its 

changes such as the increase in the share of private funding and digitalization, have 

resulted in increasingly complex factors for universities to succeed in demonstrating 

the best quality of education and performance (2).  As a complex organization that sim-

ultaneously forms the largest industrial sector in the world with a different way of op-

erating companies, universities, or higher education institutions are expected to be 

adaptive to change, in addition to the need for organizational stability (3). Alignment is 

a need to make an adaption, both in the internal and external environment of the Higher 

Education Institution,  which alignment become a solution for adapting the change (4).  

As a management function, various different activities in organization are well aligned 

and interrelated (4–9). Alignment could also support the role of human resources, es-

pecially administrative staff, to take action not just as a supporting role to achieve or-

ganizational goals, but also to provide support the institutions in  administering process 

in higher education institution effectively and efficiently (10). Several studies prove 

that alignment has a positive influence on organizational performance, both in business 

institutions and higher education institutions such as universities. Similar result shows 

the significant influence of aligning factors that support performance success and in-

formation technology on organizational performance in higher education institutions 

(11). On the other hand, a study to examine alignment in two variables, balanced align-

ment and strengthening alignment, showed different results, which is relationship be-

tween strengthening alignment and the company's competitive performance is not sig-

nificant (12). Other studies also state that alignment does not have a significant direct 

influence on performance. Both research in companies and at higher education institu-

tions (12–14). The differences in results from the research above indicate a gap to study. 

Some approaches that can be used are the concept of strategy execution capabilities and 

learning culture.  

Aligning strategic elements in an organization requires compatibility between strat-

egy and culture within the organization. Because alignment refers to the process of in-

tegrating the key factors of a system in response to changes in the external environment, 

the implementation process requires consistency (15). A learning culture is a support 

form for achieving organizational performance that allows organizations to remain con-

sistent in developing capabilities in dealing with change (16). When a university or 

higher education institution adopts the concept of learning in managing change, it will 

be easier for the university to go through the dynamic processes and a higher education 

institution could take benefit from applying the learning concept on its management 

(17). Strategic alignment together with a learning culture plays an important role in 

achieving organizational performance. Both of them together have a positive influence 

on organizational dynamics in dealing with change (16). A learning culture within an 

organization strengthens the organization's ability to introduce and apply knowledge 

that can be used to adapt to environmental changes. Meanwhile, strategic alignment 

provides consistency with the directions and actions taken by the organization and aims 
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to unify the organization's strategy and internal and external functions, including infor-

mation system technology (18). 

As alignment requires compatibility between the strategic path and the cultural path, 

as well as consistency between the two, strategy execution is a concept that believed 

could bridge the gap between alignment and performance (19). This is because align-

ment refers to the process of integrating key factors of a system in response to changes 

in the external environment (15). Clear and focused direction regarding strategy imple-

mentation from the leadership of the organization will form a clear work structure as 

well. Likewise, clarity and unified understanding regarding organizational goals are 

very important, remembering that changes and adjustments in actions will always occur 

in every element in the organization  (5). Strategy formulation and strategy implemen-

tation or execution are both interdependent and are part of an overall package of organ-

izational planning, implementation and adaptation processes. The success or failure of 

strategy execution will later influence strategies and plans which change over time (20). 

Most research of the alignment concept and execution has been conducted in business 

organizations. The relationship between organizational alignment and the implementa-

tion or execution of strategies within university as a sample has not been talked much. 

Mostly are about aligning success factors in improving the performance of higher edu-

cation organizations and examines how deep the influence of these factors is on im-

proving organizational performance (11,14,21,22). Although strategy implementation 

has become an important part of international competition, it is more concentrated in 

business institutions, while the challenges of implementing strategy in higher education 

institutions still receive less attention (23). 

The differences in result of researches regarding the relationship between alignment 

and performance, as well as the limited research that discusses strategy execution, 

learning culture dan alignment as an integrated part to improving performance, indicate 

that there is a need for further research regarding the relationship between those three 

concepts, especially in higher education institutions. Based on these circumstances, this 

research will specifically concern on strategy execution capabilities as a follow-up of 

alignment and learning culture as initial assumptions in dynamic change management 

to improve Higher Education Performance. (19,24,25). This research will be carried out 

about the concept of alignment as a series with strategy implementation capabilities by 

placing emphasis on the success of strategy execution and its influence on organiza-

tional performance. Based on previous research, studies on organizational alignment 

and strategy execution are still often carried out separately, especially for university 

research objects. The aim of this research is to examine the effect of alignment process 

on performance through the strategy execution capability and learning culture as medi-

ation. The strategy execution and learning culture approach will later consider a large 

series of change management and its dynamics.    
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2. Literature Review  

2.1 Strategic Alignment Process  

Alignment is a management function in which different activities in a business or or-

ganization are well aligned and interrelated (4,5,7,8,13). By its nature, alignment is dif-

ficult to define although easy to recognize because it is a characteristic found in suc-

cessful organizations. Alignment is usually only considered in relation to aligning an 

organization's information technology, or between a strategy and its business strategy, 

even though a broader concept is needed to provide an understanding of alignment, 

including the relationship between strategy, structure, processes, people and technol-

ogy. This is because alignment is a very broad concept, involving consistency, suitabil-

ity, relevance, and similar ideas (26). Regarding the taxonomy of alignment terms, 

alignment is divided into seven forms, namely strategic alignment, strategic contin-

gency, strategic coalignment, strategic fit, strategic consistency, strategic congruence 

and strategy alignment (27). The seven shapes are processed and then put into 2 large 

classes, namely aligned and fit. Meanwhile, alignment divided into 4 main forms of 

alignment, namely business alignment, operational alignment, intellectual alignment 

and IT alignment, as well as 2 combined forms of alignment between business align-

ment and IT alignment in terms of infrastructure availability (28).  

Strategic alignment was chosen as a construct in this research because strategic 

alignment is considered to represent various components of alignment in previous re-

search. The concept of strategic alignment involves the idea of achieving a level of 

conformity and harmony between various organizational elements that ensures the 

achievement of the organization's strategic priorities, so that organizations, both private 

and public, operate in a particular context by consolidating the synergy between strat-

egy, processes, organizational resources, and technological capabilities can achieve the 

best performance and high competitiveness (29). Another,  define strategic alignment 

as a dynamic process that brings adaptation to environmental changes with their various 

uncertainties (30). The concept of strategic alignment itself is rooted in contingency 

theory in management where the basic premise is that the balance between an organi-

zation's strategy and its environmental context has a significant influence on perfor-

mance. Therefore, strategic alignment, even if achieved over a period of time, may not 

be maintained due to the changes that organizations always face (30). Based on the 

explanation above, it can be concluded that the alignment concept used in this research 

is the Strategic Alignment Process which has the definition as a dynamic process that 

involves compatibility between business strategy, infrastructure, organizational struc-

ture and organizational culture which involves integration between functions to achieve 

results. (27,28,30–32) 
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2.2 Execution Capability   

Strategy execution is one of capability that  organization should have to be able to re-

alize its goals through implementing programs or other technical steps (19,25,33). Strat-

egy execution or strategy implementation is an interrelated process and procedure, start-

ing from the exchange of information between managers and employees regarding 

company challenges, then translated into strategic plans (either explicitly stated or only 

assumed by top level managers) in the form of specific actions and build consistency 

between these efforts (34). This process is very likely to be carried out well if there is 

an element of adaptation as the ability to face change and collaboration as a means of 

working together effectively (20,35,36). Strategy execution and strategy implementa-

tion are an inseparable series (37). Current performance is the result of strategic deci-

sions made months, even years ago. The strategy will be implemented well when a 

framework is created. When strategy is transferred in terms of execution, the framework 

can shift to an understanding of how an organization operates and competes in a frag-

mented and incomplete form. This competition must be translated into action (38). 

Strategy execution will be successful if it is supported by three main points, namely the 

readiness of human resources, the accuracy of the chosen strategy, and support from 

operational activities. Human resources, company structure, and organizational culture 

will make the strategy implemented well and perfectly. People in the organization must 

be able to understand that their actions will be connected to the actions of people in 

other parts to support and execute the strategy. Likewise, organizational culture pro-

vides the glue that reflects company norms and ideals which will provide direction for 

employee behavior, this is called organizational personality (39). From the explanation 

above, it can be concluded that human resources, organizational structure and culture 

have a large role in the success of strategy execution.   

One studies that tries to define strategy execution as a measurable construct which 

tries to find a definition of strategy execution from several studies over a period of 30 

years and then classifies it based on 2 large groups, namely action and reaction (34). 

From the results of this research, it was concluded regarding the definition of strategy 

execution as :  

“ a process, and related procedures consisting of the activities of 1) informing – and 

being informed by managers and employees about the company's challenges, 2) trans-

lating strategic plans (either explicitly stated or simply assumed by top-level managers) 

into specific actions and 3 ) build consistency in the company's efforts to distribute the 

allocation of its respective resources as an effort to implement decisions by seeking 

coherent movements to maintain alignment between organizational efforts and strategic 

intentions in pursuing company goals. “ 

Henceforth, the definition of strategy execution above will be used in this research 

and developed into Execution Capability . It is carried out with the consideration that 

capabilities represent several specific organizational assets that require continued in-

vestment to maintain company excellence, created by four foundations, namely strat-

egy, structure, execution and culture (39). This definition is also used as reference  by 

several consideration. First, the study provides a detailed measurement model of the 
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strategy implementation construct. Second, the research explicitly dismantles the com-

plex phenomenon of strategy execution into two main components, namely actions or 

"causes" and results or "consequences". Third, the research brings theoretical argu-

ments and empirical evidence about the complex nature of the strategy execution con-

struct (34). 

 

2.3 Learning Culture 

The book "Encyclopedia of Management Theory" classifies the concept of learning or 

learning as part of change management or Change Management (40). Organizational 

learning also recognized as a situation that occurs when each organizational unit ac-

quires knowledge that its members recognize as potentially beneficial to the organiza-

tion (41).  Another was defined organizational learning as a process of creating, absorb-

ing, maintaining, transferring and applying knowledge between elements in an organi-

zation (42). O(43)ganizational learning is providing as a real process of individual 

thinking that complements the organization, where organizational learning depends on 

organizational goals, organizational culture and organizational structure (16). Organi-

zational culture here emphasizes a culture of sharing, a culture of relationships between 

organizational elements, and a culture of developing results. The construction of learn-

ing within organizations also shapes understandings of workplace socialization, mean-

ing making, and power relations (17). The development of an organizational learning 

process that starts from the individual to the organizational level, is usually embedded 

in the organizational structure as is the case with organizational culture. So, to achieve 

maximum results in organizational learning is very dependent on the clarity of direction 

and goals of the organization, a culture of sharing and interconnectedness between or-

ganizational subsystems, as well as organizational structure and culture (16).  

Various literature reviews have shown that there are various conceptualizations of 

organizational learning. Rrganizational learning is broadly divided into three areas, 

namely the level of the learning process, learning orientation, and the relationship with 

performance (43). The level of the learning process consists of individual, group and 

organizational levels. For learning orientation, there are two trends, namely cognitive 

learning and behavior learning. Meanwhile, when viewed from the relationship be-

tween learning and performance, it consists of a direct relationship and an indirect re-

lationship (43–46). There is also an organizational learning construct from Huber 

(1991) (41) which includes knowledge acquisition, information distribution, infor-

mation interpretation, and organizational memory. Organizational learning has noted 

mainly consists of three processes: codification, exploration, and exploitation (47). Or-

ganizational learning also suggest  involves three learning mechanisms: experience ac-

cumulation, knowledge articulation, and knowledge codification (48). 

Learning culture concept which use for this study is oriented towards clear organi-

zational goals, where there is a culture of sharing knowledge, and a synergistic rela-

tionship is established between organizational subsystems, structure and culture to 

achieve learning outcomes (16). In addition, organizational learning culture is also con-

nected with the concept of alignment in a dynamic organizational context so that the 
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measurement is more contextual. The process is in the form of forming, absorbing, 

maintaining, transferring and applying knowledge between elements in an organization. 

Where individual thoughts complement the organization with organizational goals, or-

ganizational culture and organizational structure as a framework (16,42,49). The use of 

this definition is done to avoid conceptual confusion, because the term organizational 

learning culture is considered to represent learning as one of the important things in 

business success and has become an integrated part of all organizational functions (50). 

This definition is also considered as a dynamic and integrative concept because theo-

retically its use emphasizes the changing nature of organizations and can unify various 

levels of analysis such as individuals, groups, companies, etc.  

2.4 Performance  

Performance is a description of the level of achievement of the implementation of an 

activity or policy in realizing the goals, objectives, mission and vision of an organiza-

tion as stated in an organization's strategic plan. The term performance is often used to 

refer to the achievement or level of success of individuals or groups of individuals. 

Performance can be known only if the individual or group of individuals has predeter-

mined success criteria. These success criteria are in the form of certain goals or targets 

to be achieved. Without goals or targets, the performance of a person or organization 

cannot be known because there are no benchmarks (51). Many criteria or indicators are 

used by researchers to describe organizational performance. The criteria most often 

used for companies are growth rates, profits, market share, operational efficiency and 

opportunities for success (52)  

Improving the quality of higher education in all aspects can help build public trust 

in higher education. Higher education quality assurance is an appropriate system for 

maintaining and improving sustainable quality for the tertiary institution concerned and 

is implemented internally (53). One of the determinations of organizational perfor-

mance criteria at universities based on a study of organizational behavior at two uni-

versities in Ontario Canada which divided organizational performance criteria into 3 

things. First, it can be seen from the number of publications produced. Second, from 

the quantity and quality of synergistic activities between the university and its environ-

ment. Third, from students who are active in lecture activities. Apart from that, perfor-

mance assessment is also seen from how long employees stay to work at the university 

(22). Another determination of university can be measured using the parameters con-

tained in the three main pillars of higher education, namely: (1) Learning and teaching 

(student satisfaction, end-user satisfaction, drop out rate, employment rate, enrollment 

rate, and grade point average). (2) Research performance is measured by publications 

in national and international journals, staff participation in scientific activities, research 

that generates funds, and research that has an impact on society. 3) Community service 

is measured by increasing counseling activities for students, increasing community ser-

vice activities, and participating in curriculum development (22) (54).  

Performance measurement will also refer to statutory regulations, namely Minister 

of Research, Technology and Higher Education Regulation No. 32 of 2016 concerning 

Accreditation of Study Programs and Higher Education. Accreditation is an assessment 
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standard for a department or study program that is assessed by the government institu-

tion in the field of education, BAN-PT  (National Accreditation Board for Higher Ed-

ucation). This accreditation process aims to assess the suitability and quality of perfor-

mance of a study program or department itself in running its education system. To ob-

tain an accreditation score, a study program must go through a series of steps that have 

been determined by BAN-PT. Accreditation has quite a big influence on every element 

of the study program or department. For the study program or department itself, this 

accreditation has its own selling point. If the accreditation is maximum, then the num-

ber of people interested in the department or study program will certainly be large and 

will have a positive impact on the department itself. Likewise for alumni, accreditation 

also has a big influence, especially in the recruitment process. The better the accredita-

tion attached, the greater the chance of being accepted for the job application.  

Based on the explanation regarding performance in an organization, the next concept 

development that will function as the final result of this research model is "Study Pro-

gram Performance" which is a description of the level of achievement of implementing 

an activity or policy in realizing the goals, objectives, mission and vision of the organ-

ization contained in the strategic planning of an organization using measurements from 

several previous studies in the world of Higher Education as well as quality assurance 

standards at the Study Program level. 

3. Hypothesis Development 

The developing hypothesis  starts from the concept of alignment, where alignment 

within the organization in some studies contributes positively to performance, but in 

several other studies it does not provide a direct relationship to increased performance 

(16,55,56). This concept will be linked to the concept of execution ability which will 

be a mediator in improving performance in higher education. One of the initial assump-

tions was built on previous research which states that strategy execution is a follow up 

of organizational alignment in dynamic change management (19,24). Strategy execu-

tion is a capability that an organization should have and be able to realize its goals 

through implementing programs or other technical steps (19,25,33).  

The following hypothesis was developed to review whether this one will prove both 

that alignment has a positive influence on performance or vice versa. Hypotheses will 

be developed based on the research which have no positive correlation between align-

ment and performance (12–14). Meanwhile, it is also based on research that previously 

stated a positive correlation between alignment and performance (11,57,58). Inade-

quate learning processes in an organization will cause the loss of the organization's 

ability to carry out strategy execution (59). Together with alignment, learning contrib-

utes positively to performance, both directly and indirectly, and plays an important role 

in achieving organizational performance  (16,49,55). 

H1 :  Strategic Alignment Process significantly has a positive effect on Execution Ca-

pability 

H2 :  Strategic Alignment Process significantly has a positive effect on Learning Cul-

ture  
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H3 : Strategic Alignment Process significantly has a positive effect on Study Program 

Performance  

 

Strategy formulation will ultimately not provide any results for the organization if it 

cannot be implemented. Several studies have proven that strategy implementation ac-

tually provides the most important value to the success of an organization. Success in 

implementing strategy influence on organization performance and also has a positive 

effect on improving organizational performance  (60). The success of strategy execu-

tion is demonstrated by an increase in company profits and an increase in the ability to 

return capital (61,62). Implementation of strategy with all its adjustments turns out to 

have a positive influence on organizational performance. There is a combination of 

styles implementation with a strategic orientation from the organization shows a posi-

tive influence of strategy implementation on performance  (63). 

 

H4 : Execution Capability significantly has a positive effect on Study Program Per-

formance. 

 

Culture is considered as key to creating the desired organization and the performance 

to be achieved, especially a learning culture. Learning culture allows individuals to 

learn from each other and allowing them to create creative ideas and transfer knowledge 

(64). The concept of learning culture has also been proposed and defined as a collection 

of norms and values about the functioning of an organization that have a positive impact 

on organizational performance (65) Organizational learning also strengthens an organ-

ization's ability to introduce and apply knowledge that can be used to adapt to environ-

mental changes. Lack of emphasis on the importance of organizational learning will 

reduce organizational performance which will then eliminate organizational effective-

ness and efficiency (49). Previous studies have provided findings which learning cul-

ture has a significant positive effect on organizational performance and improving em-

ployee performance (66,67).   

 

H5 : Learning Culture has a positive affect on Study Program Performance  

 

 
Figure 1. Empirical Model 
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4. Method 

This research uses quantitative methods with Structural Equation Modelling (SEM) 

analysis tools. The advantage of using SEM is that the data does not have to be normally 

distributed, it can be used for analysis of variables with reflective or formative indica-

tors, and can be used to analyze relationships between variables with small sample 

sizes. SEM is also very good for multivariate data analysis in the areas of management 

and strategy (68).  

4.1 Sample and Data Collection 

This research collects data using a survey with a structured questionnaire to identify 

how execution capability and learning culture can be mediator of the strategic align-

ment process to performance structured in a research model framework. The unit of 

analysis for this research is study program at universities.  Approximately, about 700 

study programs will be taken as  population  from prominent universities both for Pri-

vate Universities or Government Universities.  Central Java was chosen as the research 

location with the consideration that the distribution of Higher Education facilities in 

Indonesia is still centralized on Java Island. around 50% of the total Higher Education 

Institutions in Indonesia (69). To determine the minimum sample size, referenced by 

analysis tool in this research, Structual Equation Modeling (SEM), which  the minimum 

sample size is 100 as the minimum sample adequacy number for the SEM analysis 

method. Besides,  it is also required that the recommended sample size be at least 5 

times the number of variable indicators and 100-200 samples for Maximum Likelihood 

estimation (70,71). The structured questionnaire used includes a seven-point scale, 

starting from strongly disagree, represented by the number 1, to strongly agree, repre-

sented by the number 7. This research uses an online survey distributed via WhatsApp 

where respondents fill out the questionnaire on Google Forms as well as an offline 

survey where respondents fill out a questionnaire containing structured questions. The 

survey was carried out with assistance from the admission officers of department and 

Study Program to facilitate distribution of questionnaires and as offline data collection 

coordinator. The data collection process was carried out from the beginning of March 

2022 to the end of May 2022. From around 250 questionnaires distributed, both offline 

and online, 127 respondents filled in the questionnaire and only 124 respondent be able 

to analyse. 

4.2 Measurement  

This research uses high validity and reliability measurement scales for each construct 

based on previous research. The following table contains the formation of constructs 

for each variable.  

Table 1. Measurement 
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No Constructs Indicator  Reference 

1 Strategic 

Alignment 

Process   

SAP1 The organizational structure is designed according to 

the needs of the organization to develop and achieve 

its best performance 

(26), (33) 

SAP2 The strategic planning process or work program en-

courages collaboration with various parties 

(26)  

SAP3 Selection and development of strategy and work pro-

grams according to stakeholder needs 

(16) 

2 

 

Execution 

Capability  

EC1 The existence of a state-of-art or master plan for the 

use of organizational resources, including infor-

mation technology 

(25,72) 

EC2 The work schedule for each activity and work pro-

gram is clearly arranged and structured 

(25,72)  

EC3 The existence of clear and adequate measurement in-

struments to assess the performance of each activity 

and work program 

(34) 

3 

 

Learning 

Culture   

LC1 Organization members understand about their duties 

and obligations, including the talents needed for their 

work 

(16,55) 

 

LC2 A team in organization is able to maintain the integ-

rity of its members so that they consistently complete 

work or tasks 

(16)  

LC3 Organizations members always discuss with his team 

before making a decision 

(16) 

LC4  A team always usually has effective conflict resolu-

tion when working in groups 

(55) 

4 Performance  P1 There is an increase in research activities carried out 

by lecturers and staff 

(73), (22),   (74) 

 

(69) 

P2 There are effective and efficient teaching methods 

that suit student needs and developments in the busi-

ness world 

(73), (22),   (74) 

 

(69) 

P3 There is increased collaboration in academic activi-

ties with other parties outside campus 

(73), (22),   (74) 

 

(69) 

P4 There is better quality administration service  (73), (22),   (74) 

 

(69) 

P5 There is an increase in the number of seminars, work-

shops, etc. 

(73), (22),   (74) 

 

(69) 

 

Table 1 shows the measurement sources used in this study. The questionnaire in-

cludes 14 questions that capture construct data in the research model. All items were 

recorded using a seven-point Likert-type scale. Indicators that used to operationalize 
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the variables in this research model were adapted from previous research as listed in 

Table 1 above.  

 The Strategic Alignment Process consists of 3 indicators measured using several 

indicators (16,26,33). Execution Capability variable consists of 3 indicators (25,34,72). 

Learning culture variable consists of 4 indicators which are measured using 4 indicators 

(16,34,55). Performance variable which consists of 5 indicators. Apart from that, the 

performance variable measurement also includes several quality assurance measures 

sourced from the Ministry of Research, Technology and Higher Education or the Min-

istry of Research, Technology and Higher Education. 

4.3 Sample Characteristics 

This research uses a survey that collects data from Heads of Study Programs at sev-

eral prominent Universities in Central Java Province, Indonesia. The survey was carried 

out using a random sampling method and assisted by administrative staff from each 

university, both through online and offline surveys. About 250 questionnaires was 

shared to the Head of the Study Program with a respondent rate of around 50,8 % which 

came from 127 questionnaires that were returned or filled out. However, this study only 

used 124 complete questionnaires to continue data analysis after data filtering was car-

ried out.  

 

Table 2. Respondent Demographic 

Item  Demographics Number Percentage 

Gender Male  81 65 % 

Female  43 35% 

Age < 35 9 7 % 

35 – 45  37 30 % 

– 56  56 45 % 

>56  22 18 % 

University Type  State 104 84% 

Private  20 16 % 

Length of Work  <5  year 3 2 % 

5 – 10 year  12 10 % 

11 – 15 year  17 14 % 

>15 year  92 74 % 

Lengthas a Head of 

Study Program 

< 1 year 14 11 % 

1 – 3 th year 57 46 % 

>3 th year 53 43 % 

Number of Staff and 

Lecturers  

< 10 orang  21 17 % 

10 – 20  55 44 % 

>20 48 39 % 

 

 

596             N. Kamilia et al.



Execution Capability and Learning Culture as Mediator             597 

5. Results and Analysis 

5.1 Data Analysis and Results 

This study used a two-step approach including confirmatory factor analysis (CFA) and 

structural equation modeling (SEM) to analyze the data as recommended by Anderson 

and Gerbing  (75). CFA is used to test measurement models related to the reliability 

and validity of research constructs. The data obtained from the field was processed us-

ing the AMOS program. Before data analysis is carried out, the KMO and Bartlett's 

Test is carried out which is useful for determining the feasibility of whether a variable 

can be processed further using this factor analysis technique or not. From the results of 

the KMO and Bartlett's Test calculations, the results were 0.908 (>0.60), so data anal-

ysis from field measurement results can be continued. 

5.2 Reliability Test and Validity Test 

The reliability of the instrument was tested using Cronbach's α analysis tool. If 

Cronbach's α coefficient is above 0.70, it indicates a reliable instrument. On the other 

hand, if the Cronbach's α coefficient is below 0.70, it means that the instrument is not 

as recommended (76).  

Table 3. Validity and Reliability of Constuct 

 

The data in table 3 shows that the reliability of all variables is >0.7. This means that the 

measuring instrument used in this research is reliable. Thus, the questionnaire is suita-

ble to be distributed to respondents in this study. Meanwhile, to test the validity of the 

Construct Indicator 

Loading 

Factor 

Error 

variance 

Composite 

Reliability 

Variance 

Extracted Discriminant 

Strategic Alignment Process  SAP1 0.741 0.451 0.778 0.556 0.746 

 SAP2 0.846 0.284    

 SAP3 0.636 0.596    

 Execution Capability  EC1 0.811 0.342 0.812 0.593 0.770 

 EC2 0.715 0.489    

 EC3 0.782 0.388    

Learning Culture  LC1 0.648 0.580 0.829 0.557 0.746 

 LC2 0.785 0.384    

 LC3 0.801 0.358    

 LC4 0.741 0.451    

Performance  P1 0.790 0.376 0.813 0.521 0.722 

 P2 0.713 0.492    

 P3 0.697 0.514    

 P4 0.682 0.535    
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instrument, using the composite reliability (CR) value which describes the joint diver-

gence of the observed variables to define the main construct (77). Table 3 shows that 

CR reaches an adequate level of reliability for each construct between 0.778 and 0.829. 

Likewise, the Cronbach's alpha value of each construct achieved a level of reliability 

that could be higher than 0.70 (76). The average variance extracted (AVE) value is 

between 0.521 and 0.593. Specifically, the AVE of each latent factor must be greater 

than the squared correlation of that factor with other latent factors. The average variance 

extracted must be higher than the minimum threshold of 0.5. However, according to 

Fornell and Larcker (77), even though the AVE is less than 0.5, if the composite relia-

bility is higher than 0.6, then the convergent validity of the construct is still adequate.  

 

5.3 Structural Research Model and Hypothesis Testing 

The second step of SEM analysis showed good model fit (71): Chi square (x2) = 

82,031; Significance Probability (α) = 0.196, degrees of freedom: 72 and CMIN/DF = 

1.139; goodness index (GFI) = 0,915; AGFI = 0.875; IFI = 0.988, Tucker Lewis index 

(TLI) = 0.984; comparative fit index (CFI) = 0.987; root mean square error of approx-

imation (RMSEA) = 0.034 and standard RMR (SRMR) = 0.030. Meanwhile, validation 

of the hypothesis shows that the antecedents proposed in this framework are significant 

for H1, H2, H4 and H5. For H3, the result  show that the antecendants proposed is not 

significant. The research results show that the strategic alignment process has a signif-

icant effect on execution capability (H1), Learning Culture (H2) and performance (H3). 

Execution capability significantly influences Performance (H2), and also Learning Cul-

ture significantly influences Performance . Table 4 and Figure 2 show details of hypoth-

esis validation 

Table 4. Result of Hypothesis Testing  

Hypothesis  Esti-

mate 

S.E  C.R. Result 

H1 : Strategic Alignment Process  → Execution Capability  0,753 0,164 6,641 Supported  

H2 : Strategic Alignment Process  → Learning Culture 0,876 0,100 6,304 Supported  

H3 : Strategic Alignment Process  → Performance  -

0,343 

0,272 -1,101 Not Supported  

H4 : Learning Culture                    →  Performance  0,657 0,333 2,378 Supported  

H5 : Execution Capability              →  Performance  0,553 0,102 3,263 Supported  

 



 

 
Figure 2. Path Analysis of Structural Mode 

 

This research identifies several antecedents of study program performance in higher 

education which include strategic alignment processes, execution capabilities and 

learning culture. Based on Figure 2. regarding the structural model path analysis that 

has been carried out, it can be seen that the strategic alignment process influences the 

execution capability a study program in higher education to implement its programs. 

This is indicated by the estimated value of H1 hypothesis testing of 0.753, which is 

significant at p ≤ 0.001. The strategic alignment process also has a significant effect of 

0.876 at p ≤ 0.001 on learning culture. But strategic alignment process has not a signif-

icant effect on Study Program performance, which shown by the hypothesis testing of 

-0,343 at p value  > 0,100. Meanwhile, learning culture has a significant effect to Study 

Program performance of 0,657 and at p value < 0,05. It is also shown on hypothesis 

testing for H5, which execution capability has a significant effect on Study Program 

performance of 0,553 and at p value < 0,001.  

5.4 Discussion  

Based on the results of data analysis, it was found that the strategic alignment process 

both simultaneously influence execution capability and learning culture. This research 
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was confirming same result of previous study which stated that execution is an im-

portant step or follow-up to alignment (19,25). Likewise execution capability, the more 

aligned an organization is, the higher level of strategy execution capability  been devel-

oped (34).  Several factors indicates the success of the strategic alignment process in 

higher education institutions in this research. Those including designed of organiza-

tional structure built according to the needs of the organization to develop and achieve 

its best performance, and selection and development of strategy and work programs 

according to stakeholder needs  (26). In addition, by providing opportunities for study 

programs to formulate strategies according to their needs and those of stakeholders, it 

will further facilitate the alignment process in Study Programs  (16,28,78).  Strongest 

factor indicates strategic alignment process seen when a Study Program currently in the 

process of preparing programs or strategies which includes collaboration between var-

ious elements. 

Consistency in implementing programs or strategies that have been planned  is very 

important, because current performance is the result of strategic decisions taken 

months, even years ago,. Execution capability is not only about the ability to carry out 

work programs, but also about maintaining various existing resources in the organiza-

tion for the sustainability of various activities in the future (25). This statement is in 

line with this research which factor indicate the level of strategy execution capability 

could seen in the existence of a state of the art or master plan for the use of organiza-

tional resources, including information technology. In the other hand, factors that indi-

cate execution capability of Study Program can also seen from the existence of a well 

structured work programs and adequate measurements in evaluating the success of im-

plementing the work program. Those factors would build execution capability growing 

stronger when they were in sufficient condition. 

Learning culture as a construct in this research, has been proven significantly influ-

ence performance of the Study Program. Based on this research, learning culture also 

plays a significant role in mediating the strategic alignment process on performance. 

This is in line with several previous studies which stated that learning has significant 

influence on performance with its various constructs (17,49,55). The construct of learn-

ing in organizations involves an understanding of the socialization process, shared un-

derstanding and the strength of relationships. These three components are believed to 

help an organization developed through learning to achieve the best performance of an 

organization (17). When organization members understand about their duties and obli-

gations, including the talents needed for their work, it will make learning culture in a 

study program growing better.  On the other hand, if organizations members always 

discuss with his team before making a decision and a team has an effective conflict 

resolution when working in groups, according to this research those condition will build 

learning culture stronger. These in line with the opinion of several experts which real 

process of individual thinking that complements the organization emphasizes a culture 

of sharing, a culture of relationships between organizational elements, and a culture of 

developing results (16,55). 

Higher education performance generally measured by several things, such as the 

condition of graduates, published scientific articles, collaboration with various parties 

and other indicators that show that the higher education institution carries out teaching, 
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service and research activities. From this research, it appears that the indicator that con-

tributes most to the performance of the study program is collaboration with the com-

munity or community groups. Another factor is the quantity and quality of research 

conducted or various seminars held (22,73). As well as measurement of performance 

of Study Program, there are many indicators that show an increase in performance in a 

study program. Based on this research, increasing the performance of study programs 

at a university is shown by increasing research activities, teaching methods that are 

more effective and more in line with students' needs for development, increased collab-

oration between members of campus organizations who collaborate with other parties, 

and an increase in the quality of administrative services. 

6. Conclusions 

The findings show that the strategic alignment process both simultaneously influence 

execution capability and learning culture. Execution capability and learning culture 

both simultaneously influence on performance. The results of this research proved that 

the strategic alignment process could have positive influence on performance if it is 

mediated by execution capability and learning culture. This result is similar to several 

previous studies which stated that alignment does not have a positive influence on per-

formance unless mediated by other variables (13,14), although in previous studies, we 

could find that alignment was  proven to have a positive influence on performance. This 

research also succeeded in confirming previous study which stated that execution is an 

important step or follow-up to alignment (19) (25). Likewise execution capability, the 

more aligned an organization is, the higher the level of strategy execution capability 

that is developed, and the learning culture growing stronger (79). Therefore, consider-

ing of strategic alignment process, increasing the ability to execute a strategy and em-

phasize a strong and deep-rooted learning culture, both simultaneously influence on 

performance. The results of this research proved that the strategic alignment process 

could have positive influence on performance if it is mediated by execution capability 

and learning culture. This result is similar to several previous studies which stated that 

alignment does not have a positive influence on performance unless mediated by other 

variables, although in previous studies, we could find that alignment was  proven to 

have a positive influence on performance (13,14). It is very important for higher edu-

cation institutions, especially at the study program level. It can be concluded that one 

of the things that makes an organization's performance increase is the organization's 

ability to execute or implement the strategies and learning culture. Strategy execution 

as a mediator of alignment and performance give stronger affect on performance. Like 

wise with learning culture, it also give a stronger affect on performance as mediator of 

alignment process. The results of this research in the realm of the higher education 

environment as a case study is very interesting. This is because regarding alignment 

with both strategy executon and learning culture have not been discussed too much in 

higher education. 
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6.1 Theoretical Implication  

Theoretically, this research contributes to existing knowledge in the Higher Education 

environment by providing antecedents to the strategic alignment process which in-

cludes strategy execution capabilities and study program performance. The results of 

this research are expected to contribute to theories regarding change management and 

contingency theory as a reference theory regarding alignment in organizations. These 

findings open new insights to fill the gap in previous research regarding alignment 

where there were inconsistencies in results regarding the influence of alignment and 

performance, especially in higher education. Mediated by the ability to execute strate-

gies and learning culture, alignment has a positive  influence on the performance of 

study programs in higher education. This finding also contributes to and strengthens 

the findings in previous research regarding execution capabilities which are a follow-

up or follow-up to alignment and learning culture as a power of change. In the end, this 

research strengthens the role of RBV theory with its execution capability and learning 

culture in a change management framework to improve the performance of Study Pro-

grams in Higher Education.  

 

6.2 Industrial Implication  

This research shows that the execution capability and learning culture have a positive 

influence on improving the performance of the Study Program. Therefore, it is im-

portant for a study program to improve the quality of the execution capability and 

strengthened learning culture that takes place in its organization. In this case, it would 

be better for study programs to choose and develop strategies that suit stakeholder needs 

and have a state of the art of resources use. Apart from that, the strategies contained in 

various work programs in a Study Program must be prepared in line with the Vision, 

mission and objectives of the Study Program. Meanwhile, in terms of strategy devel-

opment, the formulation used should give a study program at the university the oppor-

tunity to achieve its best performance and allows collaboration with various parties. On 

the other hand, the ability to execute work programs that have been prepared also plays 

an important role. Based on this research, execution ability will further increase the 

opportunity for a study program to improve its performance. In this case, the better the 

ability of a study program to execute or implement strategies that have been prepared 

and planned both in the form of work programs and in other forms of activities, the 

greater the opportunity for the study program to improve its performance, especially in 

terms of collaboration with other parties outside the University. Meanwhile, regarding 

the ability to execute programs which are the study program's strategy, the study pro-

gram can focus on human resource maintenance activities in addition to infrastructure 

maintenance which will also have an impact on the success of the work program. Apart 

from that, regular evaluation is also needed for each activity or work program on an 

ongoing basis. In order to strengthen the learning culture, Study Program members 

should understand about their duties and obligations, including the talents needed for 

their work. A team in Study Program expected to able maintaining the integrity of its 
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members so that they consistently complete tasks. The last things Study Program mem-

bers should discuss with his team before making a decision so the will have an effective 

conflict resolution when working in groups 

6.3 Limitation and Future Research Agenda  

This research has several limitations. First, the respondents of this study only limited 

on study programs at universities, so the findings cannot be generalized to other Hinger 

Education Institution model such as academy or diploma degree. Therefore, future re-

search could use various respondents such as study programs from vocational schools 

or academies. Second, although the execution capability and learning culture were suc-

cessful in predicting improvements in Study Program performance, this research only 

explored it from the perspective of the Chair or Study Program Coordinator. Future 

research could use a broader perspective, such as from lecturers or other educational 

staff.  
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