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Abstract: This study examines the role of adaptive leadership in addressing the challenges of
the digital disruption era in two Muhammadiyah high schools in Cianjur Regency. The
background of the research indicates that rapid changes in technology and organizational
culture impact teachers' performance. The purpose of the study is to analyze the effects of
digital transformation and organizational culture on adaptive leadership and its impact on
teachers' performance. The method used is a quantitative approach with data analysis obtained
from surveys and questionnaires. The results show that although adaptive leadership does not
serve as a significant intervening variable, the influence of digital transformation and
organizational culture still affects teachers' performance. The conclusion of this study
emphasizes that to face the challenges of disruption, school leaders need to integrate supportive
technology and organizational culture to create an innovative and responsive learning
environment that meets current educational needs. This research provides practical insights for
educational institutions in developing effective and sustainable leadership strategies.

Keyword: adaptive leadership, digital transformation, organizational culture, teachers'
performance, educational challenges

INTRODUCTION

In an era marked by rapid and disruptive changes, various sectors, including education,
face challenges in adapting to the continuously evolving dynamics. The advancement of digital
technology, globalization, and demographic changes have transformed how organizations
operate, communicate, and create value. In the context of education, school leaders are required
to manage digital transformation and build an organizational culture that supports teachers'
performance to achieve strategic goals. The quality of competent human resources (HR)
becomes a valuable asset in facing these challenges, as stated by Banjaharnahor et al. (2016),
who mention that leaders can help organizations succeed in the digital era through effective
change management.
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The aim of this research is to analyze the influence of digital transformation and
organizational culture on adaptive leadership and teachers' performance in two
Muhammadiyah High Schools in Cianjur Regency. This study focuses on how adaptive
leadership can serve as a key driver in enhancing teachers' performance, considering the
interconnected variables.

The theories supporting this research include the concept of digital transformation,
which refers to the integration of digital technology into all areas of business, including
education, enabling fundamental changes in how organizations operate and deliver value.
Additionally, the theory of adaptive leadership serves as an important foundation, stating that
flexible and responsive leaders can adjust their approaches according to the needs of changing
situations (Odent, 2019). Furthermore, the significance of a strong organizational culture in
supporting teachers' performance is also emphasized, where a conducive culture can foster
creativity and motivation in teaching.

By understanding the relationship between digital transformation, organizational
culture, and adaptive leadership, this research aims to provide in-depth insights and practical
recommendations for educational institutions in facing challenges in the digital disruption era.
This study also seeks to fill the knowledge gap regarding adaptive leadership in the context of
Islamic education, particularly in Muhammadiyah High Schools. This research employs four
variables: teacher performance, digital transformation, organizational culture, and adaptive
leadership. The research model can be seen in Figure 1.
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Figure 1. Framework for Adaptive Leadership in the Era of Disruption:
Integrating Digital Transformation, Organizational Culture, and Teacher Performance

Hypothesis Explanation:

Digital transformation affects teacher performance.

Organizational culture affects teacher performance.

Digital transformation affects adaptive leadership.

Organizational culture affects adaptive leadership.

Adaptive leadership affects teacher performance.

Digital transformation influences teacher performance through adaptive leadership.
Organizational culture influences teacher performance through adaptive leadership.

@ Hoe s o

METHOD

This research method utilizes a quantitative approach with a survey method focused on
hypothesis testing, aiming to measure and analyze the relationships between adaptive
leadership, digital transformation, organizational culture, and teacher performance. The study
population consists of 100 teachers from Muhammadiyah High Schools in Cianjur Regency,
with a non-probability sampling technique employed in a saturated manner, meaning the entire
population is treated as respondents. The research will be conducted from August to November
2024 at all Muhammadiyah High Schools in Cianjur Regency, including Muhammadiyah
Cipanas High School. The instruments used include questionnaires, interviews, observations,
and document studies. The research procedure begins with the development of the instruments,
followed by the collection of primary data through interviews, observations, and
questionnaires, as well as the collection of secondary data from document studies. The
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collected data will be analyzed using the Partial Least Squares (PLS) method to test the
relationships among the variables and to ensure the validity and reliability of the obtained data.
With this approach, the research is expected to provide deep insights into the dynamics of the
relationships among the variables within the context of education facing the challenges of
disruption.

RESULTS AND DISCUSSION

In this research, a questionnaire was distributed to all teachers at SMA Muhammadiyah
across Cianjur Regency, totaling 100 teacher respondents. The sample distribution was
conducted via Google Forms, and all questionnaires were returned, resulting in a 100%
response rate, which indicates that all respondents completed and submitted their
questionnaires for analysis.

Following this, an analysis of the respondent profiles and information was conducted,
focusing on characteristics such as gender, age, position, and years of service.

Respondent Characteristics Based on Gender
Table 1. Respondents by Gender

No Gander Frequency Perentage

1 Male 59 59,59 %

2 Female 41 41,41%
Total 100 100 %

Source: Data processed.

Table 1. shows that males constitute 59% and females 41% of the respondents. The
dominant proportion of male teachers indicates that the faculty at SMA Muhammadiyah across
Cianjur Regency is primarily male. Nonetheless, this distribution still reflects a representative
and valid sample across genders, suggesting that the relationship between gender and responses
can be considered negligible.

Respondent Characteristics Based on Age
Tabel 2. Respondents by Age

No Age Category Number Respondents Percentage

1 18-25 20 20%

2 26-40 40 40%

3 36-45 25 25%

4 46-55 10 10%

5 56-65 5 5%
Total 100 100%

Source: Data processed.

Table 2 illustrates the age distribution of the teacher respondents at SMA
Muhammadiyah in Cianjur. The category of 18-25 years comprises 20% of the respondents,
indicating a relatively young group of teachers who can bring fresh and innovative perspectives
to teaching. The largest age group is 26-40 years, comprising 40% of respondents, reflecting a
majority of teachers in the early to mid-career phase, characterized by high energy and
motivation for educational innovation. The 36-45 age group consists of 25% of respondents,
suggesting that many teachers possess considerable teaching experience and a solid
understanding of student needs and the curriculum.

In contrast, the 46-55 age group only accounts for 10% of respondents, indicating a
small number of teachers in the later stages of their careers, who may have in-depth experience
and knowledge in education. Finally, the 56-65 age category includes just 5% of respondents,
highlighting the scarcity of teachers nearing retirement. This could raise concerns regarding
the lack of senior experience within the teaching staff, which may affect the learning process.
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Respondent Characteristics Based on Position
Table 3. Responden by Position

No Position Frekuency Percentage

1 Principal 2 2,2%

2 Teacher 98 98,98%
Total 100 100,00%

Table 3 shows the distribution of respondent positions in this study, categorized into
Principal and Teacher. Only 2 respondents hold the position of Principal, representing 2.2% of
the total respondents. This proportion reflects a very small representation of principals, which
is reasonable considering that SMA Muhammadiyah across Cianjur Regency of only two
schools. In contrast, the number of respondents identified as Teachers is dominant, accounting
for 98.98% or 98 individuals. This high representation of teachers is crucial for providing their
perspectives on educational processes and the challenges faced in the classroom. With a
significantly larger number of teachers, this research is capable of offering a comprehensive
overview of teaching practices and classroom dynamics.

Descriptive Analysis

The analysis was conducted by calculating scores and averages for each variable, as
well as determining intervals across five categories. These intervals were derived from the data
transformation proposed by Zikmund et al. (2010), which indicates that response distributions
tend to be bimodal, exhibiting two peaks of high frequency. This suggests that approximately
80% of respondents display either strong disagreement or strong agreement, allowing these
variables to be treated similarly to categorical variables. The range of intervals was calculated
using relevant equations, with a value range of 0.8, and the interval classes were defined from
very low to very high, as well as from very poor to very good. Each respondent's answers were
sorted based on points reflecting the intensity of their attitudes.

In the context of SMA Muhammadiyah across Cianjur Regency, the analysis of
respondents' responses to key variables such as Teacher Performance, Digital Transformation,
Organizational Culture, and Adaptive Leadership provides significant insights.

First, the teacher performance at this school shows highly satisfactory results, with an
average score reaching 4.58, which falls into the "Very High" category. The indicator for
Professional Competence is the strongest, with an average score of 4.74. Additionally, Social
Skills and Personal Competence also received positive evaluations, with scores of 4.57 and
4.56, respectively. Although slightly lower, Pedagogical Competence still demonstrates very
good performance with a score of 4.44. This reflects the high dedication and competence of
the teachers in carrying out their responsibilities.

Next, the aspect of Digital Transformation at SMA Muhammadiyah across Cianjur
Regency also received a good evaluation, with an average score of 4.2, categorized as "Very
High." Respondents generally expressed positive feelings regarding the implementation of
technology in education and administration, with aspects of educational digitalization and the
impact of changes being the most prominent, achieving an average score of 4.21. This indicates
the school's commitment to integrating technology to enhance the learning process.

Regarding Organizational Culture, the average score reached 4.46, reflecting positive
attitudes among members towards the values upheld. Evaluations of various aspects of
organizational culture, including Artifacts, Perspectives, Organizational Values, and
Assumptions, all showed very high results. This indicates that a strong culture at SMA
Muhammadiyah across Cianjur Regency contributes to a conducive learning atmosphere and
supports student character development.
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Lastly, adaptive leadership at this school also showed encouraging results, with an average
score of 4.3. This indicates that the leaders at SMA Muhammadiyah across Cianjur Regency
are able to adjust their leadership styles according to the situations they face. Aspects such as
Identifying Challenges, Facilitating Dialogue, and Collaborating showed excellent results,
reflecting an open and collaborative environment among organizational members.

Overall, this research indicates that SMA Muhammadiyah across Cianjur Regency
possesses very good teacher performance, effective technology implementation, a strong
organizational culture, and adaptive leadership. he data obtained from the questionnaire were
then processed using Smart PLS 3.29 software to perform descriptive analysis on the research
variables.

Measurement Model Testing / Outer Model Convergent Validity

X1.1

Figure 2. Results of Convergent Validity

Based on Figure 2, the results of the convergent validity indicate that the outer loading
values of all indicators for the variables of Teacher Performance (Z), Digital Transformation
(X1), Organizational Culture (X2), and Adaptive Leadership (Y) are above 0.5. This
demonstrates that each indicator has a significant contribution to its respective variable
construct. According to the guidelines for SEM analysis, outer loading values above 0.5 are
generally considered to have good validity. Therefore, the model constructed in this study can
be stated as valid and reliable.

These indicators accurately represent the constructs, supporting the reliability and
relevance of the research model in the context of adaptive leadership and educational
performance. Most indicators show valid values, with indicator KA.8 having a value of 0.694,
which is slightly below the threshold of 0.7. Nevertheless, this indicator can still be considered
for further analysis based on its theoretical relevance.

Table 4. Average Variance Exstracted (AVE)

Variable AVE Description
Organizational Culture 0.569 Valid
Adaptive Leadership 0,577 Valid
Teacher Performance 0.644 Valid
Digital Transformation 0.611 Valid
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The AVE values above 0.5 indicate that more than 50% of the variance in the indicators
can be explained by the respective constructs. Teacher Performance, Adaptive Leadership, and
Digital Transformation demonstrate solid constructs. Although Organizational Culture has a
valid AVE of 0.569, there is still room for improvement to enhance its validity. In the
collinearity test, the values used for analysis are based on the Variance Inflation Factor (VIF).
Overall, there are no indicators in the table that show significant collinearity issues, as all VIF
values are below 5.00. This indicates that the constructed model is stable and the analysis
results can be trusted. Therefore, the study can proceed with the analysis without concern for
negative influences from collinearity.

The reliability test provides an overview of the reliability of the instruments used,
measured through three indicators: Cronbach's Alpha, Rho A, and Composite Reliability. The
results of the reliability test are displayed in Table 5. Below are the reliability test results

presented in Table 5.
Table S. VIF Values

Variable Crombach’s Rho_A Composite Description
Alpha Realibility

Organizational Culture 0.931 0.932 0.941 Reliable

Adaptive Leadership 0.933 0.937 0.942 Reliable

Teacher Performance 0.949 0.953 0.956 Reliable

Digital Transformation 0.920 0.922 0.934 Reliable

Source: smart PLS
Cronbach's Alpha measures the internal consistency of the construct, while Rho A is a
more accurate alternative in some contexts. Composite Reliability assesses the overall
reliability of the construct. Values above 0.7 are considered good, above 0.8 very good, and
above 0.9 indicate very high consistency.
From Table 5, it can be interpreted that all variables demonstrate excellent reliability
results. These values reflect that the measurement model in this study has a very high level of
reliability.

Structural Model Testing (Inner Model)

Structural Model Testing, or Inner Model, is an important step in evaluating the
relationships among variables in research. At this stage, it measures how well the independent
variables influence the dependent variables. Two key metrics used are R-square, which
indicates how much variation in the dependent variable can be explained by the independent
variables, and F-square, which measures the strength of the influence of the independent
variables on the dependent variable. This test helps us gain a deeper understanding of the

dynamics among the variables in the constructed model.
Table.6. Nilai R-Square

Variable R-Square R-Square Adjusted  Catagory
Kepemimpinan Adaptif (Y) 0.570 0.561 Moderate
Kinerja Guru (Z) 0.513 0.497 Moderate

Source: smart PLS

In Table 6, adaptive leadership has an R? value of 0.570, which means that 57% of the
variance in the data can be explained by the leadership variable. Meanwhile, teacher
performance has an R? value of 0.513, indicating that 51.3% of the variance can be explained
by the teacher performance variable. The Adjusted R-square for leadership is 0.561 and for
teacher performance is 0.497.

F? Effect Size (F-Square) is used to assess the relative impact of independent variables
on the dependent variable. The results of the testing are displayed in Table 7.
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Table.7 Nilai F-Square

Variable Adaptive Leadership Teacher Performance
Organizational Culture 0.659 0.066

Adaptive Leadership 0.002

Teacher Performance

Digital Transformation 0.005 0.291

Source: smart PLS

The analysis shows the influence of the variables in the tested model. Organizational
Culture has a significant impact on Adaptive Leadership, with an F value of 0.659, indicating
that a strong culture promotes a more adaptive leadership style. According to Cohen's criteria,
this value falls into the "Large" category. Meanwhile, the influence of Organizational Culture
on Teacher Performance is recorded at 0.066, showing a small and insignificant impact, as this
value is below the threshold of 0.15, possibly due to other more influential factors. On the other
hand, Adaptive Leadership shows a very small effect on Teacher Performance, with an F value
of 0.002, which also indicates no significant impact in this context. In terms of Digital
Transformation, the F value of 0.291 indicates a moderate influence on Teacher Performance,
reflecting the importance of technology and innovation in enhancing educational performance,
as it falls into the "Medium" category.

Hypothesis Testing

Hypothesis testing aims to evaluate the influence of independent variables on the
dependent variable in the tested model. To understand this relationship, the following criteria
are used to test direct effects (path coefficients): The Path Coefficient reflects the nature of
relationships between variables in a study. A positive coefficient indicates a direct influence,
suggesting that when the exogenous variable increases, the dependent variable also increases.
Conversely, a negative coefficient signifies an inverse relationship, meaning that an increase
in the exogenous variable leads to a decrease in the dependent variable.

In terms of Significance Value (P-Value), a P-Value less than 0.05 indicates that the
relationship is significant, implying a reliable association between the variables. On the other
hand, a P-Value greater than 0.05 suggests that the relationship is not significant, which means
that any observed effect may arise from chance rather than a true association. This explanation

provides a clear understanding of how variable interactions are assessed in research.
Table 8. Hypothesis Test Results

Correlation Orginal T- P Hypotesis
Sample (O) Statistik  Values
Digital Transformation => Teacher Performance 0.505 2.023 0.022 Significant and positive
Digital Transformation => Adaptive Leadership  0.062 0.416 0.339 Not significant
Adaptive Leadership => Teacher Performance -0.046 0.305 0.380 Not significant
Organizational Culture => Teacher Performance 0.308 1.739 0.041 Significant and positive
Organizational Culture => Adaptive Leadership  0.712 6.347 0.000 Significant and positive

Source: smart PLS

For testing indirect effects aimed at evaluating the influence of an exogenous variable
on an endogenous variable through an intervening (mediator) variable, the criteria used to
assess the significance of relationships in research includes the P-Value. If the P-Value is less
than 0.05, the relationship between the variables is considered significant, indicating that the
intervening variable plays a role in mediating the relationship between the exogenous and
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endogenous variables. Conversely, if the P-Value is greater than 0.05, the relationship is
deemed not significant, meaning that the intervening variable does not play a role in mediating
that relationship. Therefore, P-Value analysis is crucial for understanding the dynamics of
interactions between variables in a study. With this criterion, we can determine whether the

mediator variable influences the relationship between the variables being tested.
Table 9. Hypothesis Test Results for Indirect Effects

Variable Orginal T P Hypotesis
Sample Statistik Value
©)
Digital Transformation => Adaptive Leadership - 0.003 0.10 0.456 Not significant
=> Teacher Performance
Organizational Culture => Adaptive Leadership -0.003 0.334 0.369 Not significant

=> Teacher Performance

Source: smart PLS

In Table 9, it can be observed that Digital Transformation (X1) — Adaptive
Leadership (Y) — Teacher Performance (Z) has an indirect effect value of -0.003 (negative)
with a P-Value of 0.456. Since the P-Value > 0.05, this relationship is not significant. This
indicates that Digital Transformation does not have a significant effect on Teacher Performance
through Adaptive Leadership, thus the null hypothesis is accepted. Similarly, for
Organizational Culture (X2) — Adaptive Leadership (Y) — Teacher Performance (Z), the
indirect effect value is -0.003 (negative) with a P-Value of 0.369. Since the P-Value > 0.05,
this relationship is also not significant. This indicates that Organizational Culture does not have
a significant effect on Teacher Performance through Adaptive Leadership, thus the null
hypothesis is accepted. Therefore, the Adaptive Leadership variable does not act as a mediator
in both of these relationships.

The Effect of Digital Transformation on Teacher Performance

The analysis results indicate that Digital Transformation significantly contributes to the
improvement of Teacher Performance. The application of technology in education not only
enhances teaching effectiveness but also enriches students' learning experiences. With digital
tools, teachers can more easily access resources, collaborate with peers, and innovate in
teaching methods. Mayasari (2023) reinforces this finding by emphasizing that digital
transformation supports overall organizational performance. This suggests that educational
institutions adopting technology tend to achieve better outcomes in both teaching and learning.

The Effect of Digital Transformation on Adaptive Leadership

Data shows that Digital Transformation does not have a positive effect on Adaptive
Leadership, leading to the acceptance of the null hypothesis. This may be due to leaders'
inability to effectively utilize technology or a lack of adequate training. Kurniasih et al. (2024)
emphasize that leaders who do not understand technology tend to struggle to adapt to rapid
changes. This highlights the importance of training and development for leaders to ensure they
can lead technology-driven changes effectively.

The Effect of Organizational Culture on Adaptive Leadership

Analysis indicates that Organizational Culture significantly influences Adaptive
Leadership. A culture that supports innovation and collaboration creates an environment that
facilitates leaders' adaptation to change. Purba (2009) underscores that a positive culture
enhances leaders' innovative behavior, which is crucial in facing new challenges. A strong
organizational culture can motivate leaders to develop more responsive strategies, which in
turn enhances leadership effectiveness.

1656 | Page


https://dinastipub.org/DIJEMSS

https://dinastipub.org/DIJEMSS, Vol. 6, No. 2, December 2024

The Effect of Organizational Culture on Teacher Performance

Research findings show a positive influence between Organizational Culture and
Teacher Performance. A culture that promotes open communication and collaboration can
enhance teachers' motivation and engagement in the learning process. Tampubolon (2015)
supports this view, indicating that a strong organizational culture contributes to better teacher
performance. In a positive work environment, teachers feel more valued and motivated,
ultimately impacting their performance.

The Effect of Adaptive Leadership on Teacher Performance

Analysis results indicate no significant effect between Adaptive Leadership and
Teacher Performance. This may be due to a lack of effective implementation of adaptive
leadership in the educational context. Maliki (2024) notes that without adequate support from
school policies or colleagues, adaptive leadership may lose its impact. This suggests the need
for a more integrated approach to leadership to enhance teacher performance.

The Effect of Digital Transformation on Teacher Performance through Adaptive
Leadership

Data shows that Digital Transformation does not significantly affect Teacher
Performance through Adaptive Leadership, leading to the rejection of the sixth hypothesis. This
indicates that although technology has the potential to enhance performance, adaptive
leadership may not be strong enough to mediate that relationship. Research by Tahier et al.
(2023) shows that the success of digital transformation depends not only on leadership but also
on other factors influencing the work environment.

The Effect of Organizational Culture on Teacher Performance through Adaptive
Leadership

Analysis indicates that Organizational Culture does not significantly affect Teacher
Performance through Adaptive Leadership, confirming the null hypothesis. These findings
suggest that while both organizational culture and adaptive leadership are important, they do
not always function as mediators for one another. Nurlaili (2020) emphasizes that other
variables, such as job satisfaction and physical environment, also play crucial roles in
influencing teacher performance.

CONCLUSION

1. The effective implementation of digital transformation positively influences teacher
performance at SMA Muhammadiyah in Cianjur Regency.

2. Digital transformation does not impact adaptive leadership, indicating that technology
does not enhance teacher performance through this leadership style.

3. A positive organizational culture significantly influences adaptive leadership, thereby
improving overall organizational performance.

4. Although adaptive leadership is well implemented, it does not have a significant effect on
enhancing teacher performance.

5. strong organizational culture can significantly improve teacher performance at SMA
Muhammadiyah in Cianjur Regency.

6. Digital transformation does not affect teacher performance through adaptive leadership.

7. Organizational culture does not influence teacher performance through adaptive
leadership.
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