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Abstract— This study is to examine the direct influence of leadership on the trust of lecturers in private universities in Serang Regency/City. This 
research was conducted at Private Universities in the Serang Banten region of Indonesia with a sample of lecturers at private universities. The analytical 
tool used in this study is to use validity and linear regression tests to test the validity of trust and frequency distribution as well as the significance and 
linearity test to test the hypothesis of the influence of trust on leadership. The findings show that trust has a positive effect on leadership. This result 
shows the important role of trust in growing leadership. This can occur because the leadership factor as an internal factor is also heavily influenced by 
internal factors such as trust. 
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1 INTRODUCTION                                                                     

LEADERSHIP is the ability to influence a group towards the 
achievement of a vision or set of goals (Robbins & Judge 
2007). This essentially emphasizes that leadership is an 
attempt to influence others in order to achieve organizational 
goals. The organization is a social system that exists to 
prosper the community. Organizations that study continuously 
will improve the welfare of the community in a sustainable 
manner. This condition emphasizes the importance of 
leadership being meaningful if at least it can create a vision, 
develop organizational culture, create synergy, empower 
followers, create change, motivate followers, represent the 
social system, and learn the organization. Leadership is 
related to power and influence. Power is the ability to exert 
influence in an organization or individual outside the authority 
derived from office (Joseph, 2007). More than the previous 
views, according to Joseph (2007), leadership must also fulfill 
a number of competencies, namely self-direction, flexibility, 
team work, strategy, decision making, managing change, 
delegation, communication, negotiation, and power and 
influence. 
Theoretically, some studies have demonstrated the 
relationship between trust and leadership in many 
organizational context (Dirks, 2000; Kelloway et al., 2012; 
Daly, 2009; DeRosa et al., 2004). However, attention is 
sufficiently limited to examine this relationship in the context of 
private tertiary institutions. Some of these studies in Indonesia 
focus on aspects of the competitive management of education 
(Pudjiarti, 2018), and the quality of relationships between 
students and their campuses (Suparjo, & Sunarsih, 2018). 
Other studies highlight aspects of knowledge management in 
Indonesian universities (Farida et al., 2015; Pudjiarti et al., 
2017; Anna et al., 2013). In organizational life, the university 
organization is no exception, the leader is an important figure 
whose behavior becomes a reference for subordinates. This 
condition arose mainly because of the influence of the 
leadership. The leader will have a great influence if his 

leadership behavior is accepted by his subordinates. 
Conversely, leaders will lose influence if their leadership 
behavior is not responded positively by their subordinates. 
This study is to examine the direct influence of leadership on 
the trust of lecturers in private universities in Serang 
Regency/City. 
 

2 LITERATURE REVIEW AND HYPOTHESIS 
Leadership is defined by Bohn and Grafton (2002) as a way of 
creating a clear vision, filling subordinates with confidence, 
which is created through coordination and communication of 
something detailed (Bohn and Grafton 2002). This definition 
shows the effort to create vision and trust in subordinates 
through coordination and communication. From the definitions 
above it appears that leadership reflects the process of 
intentional social influence of a person on others to regulate 
activities and relationships within a group or organization so 
that organizational goals are achieved. With such conditions, 
then the leadership has a function, which according to 
Wirawan includes several important actions. First, create a 
vision. Vision is what is dreamed of, the state of society 
aspired to, what is achieved by leaders and followers in the 
future. Vision is the goal to be achieved, a focus of thought 
that will be achieved by the leader and followers. However, not 
all goals can be called vision. A goal can be called a vision at 
least if it meets four requirements, namely: (1) vision is the 
result of an abstraction of the aspired condition, which is to be 
achieved in the future; (2) the relative vision remains in the 
minds of leaders and followers for a long time; (3) vision is 
generally described using philosophical words or sentences; 
(4) vision gives aspirations and motivation to leaders and 
followers. 
A social system by leaders, consisting of followers of leaders 
(those whose behavior and attitudes are affected by the 
influence of the leader), those who reject the leadership of the 
leader, and those who have a neutral attitude towards the 
leadership of the leader. They form social groups that often 
have different goals, cultural backgrounds, education, social 
classes and so on. This situation, especially if democratic 
norms are not applied, has the potential to cause conflict. If a 
conflict occurs and develops into a destructive conflict, the 
conflict interferes with the leadership process. Conflict within 
certain limits is indeed useful for creating something new. 
Without dissent, the organization will be stuck in routine 
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activities. However, conflicts can also be useless and use up 
organizational energy. Therefore, it is a routine task to manage 
conflict so that it develops towards constructive conflict that 
can create something new. From here a leader then unites his 
followers to be able to create a positive synergy.  In the 
context of empowering followers, empowerment needs to be 
seen as an act of building, developing, and increasing power 
or power through cooperation, sharing and working together. 
Empowering is an interactive process based on synergic 
activity (Burke, 1986). Empowerment needs to be carried out 
systematically by the leader. In addition, effective leadership is 
also associated with creating change for the better. Leadership 
is always interpreted to create change and leaders are always 
called agents of change (Heifetz et al., 2009). Change 
includes behavior, procedures, structure or output numbers in 
the organization. Targets for change in leadership are very 
broad, including among others: vision and mission, operational 
strategies and plans, organizational structure, tasks, and 
division of tasks, people who are members of the organization 
and who it serves, technology, and social system products. 
Motivating followers is one of the most difficult tasks for 
leaders to motivate followers to move toward achieving their 
stated goals (Ilies et al., 2006). Motivation is grouped into two 
types, namely intrinsic motivation and extrinsic motivation. 
Intrinsic motivation is motivation that comes from within the 
follower (Ryan & Deci, 2000). Followers with high awareness 
do the work because it has become their job. Followers do not 
do it because of coercion, they want to be praised or they want 
to be rewarded. For people with high ethics, work is an 
obligation, something they must do, while extrinsic motivation 
is motivation that comes from outside the individual self. 
People work because they expect rewards, salaries, ranks, or 
rewards.Research on the influence of leadership on trust, 
among others, was carried out by Scandura and Pellegrini 
(2008). The results show that the quality of leadership 
reflected in the Leader-Member Exchange positively and 
convincingly influences trust which includes identification-
based trust and calculus-based trust (Scandura and 
Pellegrini., 2008). The results of this study empirically hint that 
leadership influences trust. Based on this description, this 
study proposes the hypothesis that leadership has a direct 
positive effect on the confidence of lecturers in private 
universities in the Serang Regency/City in Banten Indonesia. 
 

3 METHOD 
Conceptually, this study is to examine the direct influence of 
leadership on the trust of lecturers in private universities in 
Serang Regency/City. This research was conducted at Private 
Universities in the Serang Banten area of Indonesia by taking 
a sample of 222 lecturers at private universities as 
respondents. Theoretically, trust is a desire to depend on other 
parties based on positive expectations of the actions and 
concerns of others. Whereas operationally, trust is defined as 
the lecturer's assessment of his desire to rely on university 
leaders based on positive expectations of the actions and 
attentions of university leaders, which include indicators: 
integrity, competence, consistency, loyalty, and openness. 
Based on these operational definitions, trust indicators can be 
made that include integrity, competence, consistency, loyalty 
and openness. The analytical tool used in this study is to use 
the validity test to test the validity of trust and frequency 
distribution as well as the significance and linearity test with 
linear regression to test the hypothesis of the effect of trust on 

lecturer leadership at private universities in Serang Banten 
Indonesia. 

 

4 RESULTS 
Based on the results of testing the validity of the trust variable 
shows 22 valid items. By using the same method as the 
organizational culture variables, theoretically the trust score is 
in the interval between 22-110. Based on the scores obtained 
from the questionnaire distribution, the results of the 
calculation of descriptive statistical values are shown in Table 
1.  

TABLE 1 
DESCRIPTIVE VARIABLE STATISTICS STATISTICS 

No Descriptive statistics Value 

1 Minimum score 58 

2 Maximum score 106 

3 Range 48 

4 Mean 85.85 

5 Median 86 

6 Mode 86 

7 Standard deviation 9.21 

8 Variance 84.86 

 
The results of the descriptive statistical calculations above 
show that empirically the trust score is in the interval between 
58 - 106, so the range is 48 (106-58). While the average value 
= 85.85, median = 86, mode = 86, standard deviation = 9.21 
and variance = 84.86. Furthermore, the distribution of data for 
the trust variable can be seen in table 2. 

 
TABLE 2 

FREQUENCY DISTRIBUTION OF TRUST VARIABLE DATA 

No 
Interval 
Class 

Frequency 

Absolute Relatively (%) Cumulative (%) 

1 58 – 63 2 0.90 0.90 

2 64 – 69 8 3.60 4.50 

3 70 – 75 21 9,46 13.96 

4 76 – 81 41 18,47 32.43 

5 82 – 87 52 23.42 55.86 

6 88 – 93 50 22.52 78.38 

7 94 – 99 32 14.41 92.79 

8 
100 – 
105 

15 6.76 99.55 

9 106 – 111 1 0.45 100.00 

Total 222 100  

 
The score of the confidence variable is mostly in the 82-87 
interval, which is as much as 23.42%, and followed by the 
score in the 88-93 interval as much as 22.52%. The next 
sequence is the score that is in the interval between 76 - 81 
(18.47%), 94 - 99 (14.41%), 70 - 75 (9.46%), 100 - 105 
(6.76%), 64 - 69 (3.60%), 58 - 63 (0.90%) and last 106 - 111 
(0.45%). 
The next test is to explain the results of testing the significance 
and linearity of the regression of trust in leadership. Table 3 
presents a recapitulation of the results of calculations of the 
significance and linearity of the confidence regression for 
leadership. 
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TABLE 3 

ANALYSIS OF VARIANCE FOR TEST THE SIGNIFICANCE AND 

LINEARITY OF REGRESSION OF TRUST IN LEADERSHIP 
SOURCE OF 

VARIATIO

N 
dk JK RJK F-arith 

F-tab 

=0.05 =0.01 

Total  222 
1654824.0

0000 
    

Regression 
(a) 

1 
1636069.2

0721 
    

Regression 
(b/a) 

1 
7596.6918

6 
7596.69

186 
149.781*

* 
3.88 6.75 

Remainder 
(S) 

220 
11158.100

94 
50.7186

4 
   

Match (TC) 54 
3218.8945

9 
59.6091

6 
1.246

ns 
1.42 1.63 

Error (G) 166 
7939.2063

49 
47.8265

4 
   

 
Information: 
**  = The regression equation is very significant (F-artth = 

149,781 > Ft= 6.75) at  = 0.01 
ns

  = Linear regression (Fh= 1,246 < Ft = 1,246) at  = 
0.05 

JK = Number of Squares 
dk = Degrees of Freedom 
RJK = Average Number of Squares 

 
To test the significance of the regression of trust in leadership, 
the value of F-
0.01, of 0.01 is equal to 6.75, which means that the regression 
equation for trust in leadership is very significant. From the 
linearity test obtained the calculated F value = 1.246, while the 
F-
54 and the denominator dk 166 is 1.42. From these results it is 
known the value of F-arith.<F-table so that it can be concluded 
that the regression equation for trust in leadership is linear. 
In general, this finding is consistent with several arguments 
about leadership from various literatures. Yukl (2010) identified 
nine obligations and responsibilities that must be carried out 
by people who are in managerial positions, which includes 
supervision, planning to administration. Supervision, namely 
improving the performance of subordinates by working with 
them to analyze their strengths and weaknesses, provide 
training, develop skills, plan their work, and set work 
performance goals. Plan and organize, i.e. formulate short-
term plans, implement projects, and prepare budgets, evaluate 
organizational structures to determine the optimal allocation 
and use of resources, translate long-term plans into short-term 
operational goals, support and develop operational policies 
and procedures. Other task is decision making which is 
making business decisions without hesitation in unstructured 
situations; give authority to make small or large deviations 
from the procedures that have been determined to meet new 
and unusual circumstances. Monitor indicators, i.e. monitor 
internal and external forces that can influence the 
organization, including indicators on corporate performance, 
finance and wealth, market conditions, as well as cultural, 
social and political climate. Control, i.e. developing work plans 
and estimated time costs was conducted by producing and 
delivering products/services, tracking productivity, ensuring 
product quality or service effectiveness, and analyzing 
operational effectiveness. Provide an explanation, in the sense 
of answering questions and responding to complaints from 

outside parties, communicating with outsiders to advance 
company relations; negotiate with outside parties; carry out 
promotional activities to establish or build or maintain a 
corporate image; and make others believe your point of view. 
Coordinating refers to communicating with others in the 
company where managers do not have direct control to share 
information, fulfill work plans that have been made previously, 
solve problems and achieve the goal of maintaining a working 
relationship that runs smoothly with friends, mediating 
misunderstandings and conflicts between important 
individuals. Communication can be in the form of an 
organization or a team in an organization. Effective 
communication depends on three factors, namely beliefs, 
emotions and reasons (Allert & Chatterjee, 1997). 
Consultation, in the sense of always following the 
technological developments that are happening in a particular 
field, introducing new techniques or technology into the 
organization, and acting as expert advisors, consultants, or 
troubleshooters for other managers. Administration, i.e. 
perform basic administrative activities, such as finding 
information about company practices and procedures, 
analyzing routine information or organizing detailed and 
accurate records and documents (Yukl, 2010). It can be seen 
that leadership is also related to responsibilities which include 
supervision activities, planning and organizing, decision 
making, monitoring indicators, controlling, explaining, 
coordinating, consulting, and administering various activities in 
the organization. This shows that if the leadership played or 
led by the leader reflect or not in accordance with these 
responsibilities, then such leadership will be effective. 
 

5 CONCLUSIONS 
The results of the regression test of the significance of the 
trust variable in leadership showed an F-arith. of 149.781> F 

means the regression equation for confidence in leadership 
was very significant. From the linearity test obtained the 
calculated F value = 1.246, while the F-table value at the error 

dk 166 is 1.42. From these results, note the value of F-arith. 
<F-table so that it can be concluded that the regression 
equation for trust in leadership is linear. From these findings, 
practically, there are managerial implications that need to be 
emphasized to increase the confidence of lecturers in 
universities in leadership, one of which is through delegation. 
Delegation in this context refers to a willingness to assign 
responsibilities to others. Delegation is an important 
managerial function to reduce the leader's task load. 
Delegation requires sufficient trust in the person delegated by 
the task. Next is communication. Communication is the 
process by which information is passed through or taken in 
various forms. Theoretically, the results of this study indicate 
that trust has a positive effect on leadership. This result shows 
the important role of trust in growing leadership. This can 
occur because the leadership factor as an internal factor is 
also heavily influenced by internal factors such as trust. Trust 
is interpreted as a desire to anchor positive expectations to 
other parties based on integrity, competence, consistency, 
loyalty, and openness. The five aspects contained in the trust 
are important capital for someone to build their self-image. 
With integrity, competence, consistency, loyalty, and high 
openness, a person becomes trustworthy. With this capital, 
organizational members can build strong leadership in the 
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organization. People with high integrity, consistent, competent 
and loyal will have no difficulty building commitment to their 
organizations, whether they are affective, rational, or 
normative. Competent people will tend to be rational towards 
their organization. Loyal people will tend to uphold normative 
values that apply in the organization. People with integrity, 
consistent and open tend to have emotional attachment and 
positive attitude towards their organization. Therefore, it can 
be understood if the trust factor has an important role in 
growing leadership in private universities in Indonesia in 
general, and in Banten in particular. 
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