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Background & Objective: The implementation of vision and mission in medical school aims
not only to achieve scientific goals but also to achieve its organizational objectives. Evaluation
of their implementation is often viewed from the perspective of policymakers rather than other
organizational components. This study explores the academic community's perception of the
institution's vision and mission and develops a strategy for implementation based on the
research findings.

Materials & Methods: A qualitative research approach with directed content analysis was
employed. Focus group discussion techniques were used to collect data. Participants consisted
of three groups (five in each group): lecturers, employees, and students. The interview results
were analyzed using lever control theory as a basis.

Results: The academic community’s perception of the institution’s vision and mission yielded
three categories (and several sub-categories): understanding of the vision and mission
(definition of vision and mission), development process (formulation stage), implementation
(activity; monitoring and evaluation).

Conclusion: The researcher recommended a model derived from the research results for
implementing the institution’s vision and mission, specifically: building perceptions,
determining achievements, defining roles and tasks, and fostering communication.

Keywords: vision & mission, academic community, perception, implementation, strategy

Introduction

The vision and mission of an educational institution
describe the goals the organization seeks to achieve [1].
The methods and techniques an organization uses to
achieve its vision and mission significantly influence
perceptions among both internal and external
stakeholders.

External individuals form perceptions based on their
experiences when interacting with the organization,
whether directly or indirectly. Perceptions of external
parties can be positive or negative, depending on the type
of experience gained. This perception is shaped by
employees' performance and behavior within the
organization.

Employee behavior and performance are also heavily
dependent on their perceptions of the organization’s

vision and mission. This perception arises from how
employees view the purpose of their work within the
organization.

This perception and commitment manifest in
strategically aligned behaviors: faculty direct their
teaching and research accordingly, students proactively
develop relevant competencies, and administrative
employees provide supportive services [2]. Ultimately,
an organization's success in reaching its goals depends
heavily on management's ability to proactively shape a
positive, accurate perception, as misperceptions create a
gap between the plan and reality, leading to failure to
achieve objectives. The perceptions formed are
necessary to guide the organization's components in
achieving organizational goals. Organizational goals can
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be categorized into four types: personal goals, role goals,
organizational goals, and social goals [1].

Although distinct, these goals can be interconnected. For
instance, if an administrative worker in a medical
education institution perceives their job as helping to
produce a doctor, they have combined personal, role,
organizational, and social goals into a synergistic
objective.

This differs from an administrative worker who
perceives their work as merely following superiors’ (role
goals) or solely earning money to live (personal goals).
An organization must be known, understood, accepted,
and aligned with the activities of individual members,
both at the leadership and employee level [3].
Knowledge and understanding of the vision and mission
influence the behavior and attitudes of these employees
[4]. Each individual may have different perceptions of
the organization’s vision and mission.

This difference can lead to varied goals, potentially
hindering the achievement of the organization's aims as
outlined in its established vision and mission.

Previous research on individual perceptions in
organizations has primarily focused on quantitative
studies [3, 5, 6].

These studies measure perceptions of individuals both
outside and inside the organization using questionnaires.
A weakness of this method is that researchers cannot
adequately capture differences in perceptions among
individuals within the organization, as the questionnaire
questions do not allow respondents to answer according
to their own views.

Several qualitative studies have been conducted in the
last five years to describe perceptions of organizational
vision and mission [7, 8].

These studies explored individuals' perceptions within
the organization, but only from the perspective of the
organization's leaders.

However, these studies did not explore perceptions of
understanding but rather the goals and principles that are
used in preparing the vision and mission.

In Indonesia, the vision and mission of medical
education schools must convey institutional excellence
in their statement, encompassing both the faculty and the
study program [9].

Institutional excellence is the scientific focus that
constitutes the institution’s strength.

Therefore, medical schools must be able to achieve not
only their scientific vision and mission but also their
organizational vision and mission.

Consequently, implementing the vision and mission of
medical schools presents unique challenges.

This study was conducted due to the limited research on
the implementation of vision and mission in Indonesia.
It is expected to provide an understanding of how to
effectively apply a vision and mission, considering both
excellence (scientific focus) and organizational aspects.
As an accredited faculty, Fakultas Kedokteran (FK)
Universitas Islam Sumatera Utara (UISU) can serve as a
location to explain how the organization's vision and
mission, as well as the scientific vision and mission, are
implemented.

In addition, as a private institution, it certainly has a
different organizational system from state institutions.
Therefore, in order to describe the implementation of this
vision and mission, the entire academic community must
be involved.

To describe how the implementation of a vision and
mission that combines the organizational and scientific
visions can be achieved through an exploration of the
perceptions of the academic community.

This is because a well-implemented vision and mission
must be understood and carried out by all components,
not just understood by leaders or policymakers.

This research has two objectives: first, to explore the
academic community’s perceptions of the institution’s
vision and mission; and second, to develop strategies for
implementing the vision and mission based on these
perceptions.

The results of this study can offer suggestions to
educational institutions, especially medical education
institutions in Indonesia, to ensure that organizational
activities are directed toward achieving the vision and
mission.

Lever Control Theory

A strong vision and mission can improve organizational
performance by increasing employee commitment and
fostering a positive work culture [10].

A clear vision and mission also aid in strategic and
operational decision-making, ensuring that all actions
taken align with the organization's long-term goals [11].
Lever Control Theory is a framework for managing and
controlling organizational strategy (Figure 1).

The theory comprises four primary levels: belief
systems, boundary systems, diagnostic systems, and
interactive control systems. Each of these levers plays a
critical role in ensuring that organizational strategy is
implemented effectively and efficiently [12].
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Figure 1. Conceptual framework (adapted from Simon’s lever of control)

The theory comprises four primary levels: belief
systems, boundary systems, diagnostic systems, and
interactive control systems. Each of these levers plays a
critical role in ensuring that organizational strategy is
implemented effectively and efficiently [12].

A belief system is a set of organizational definitions that
are communicated and reinforced to provide direction to
employees. The boundary system establishes the limits
and rules that employees must follow, including codes of
conduct, policies, and procedures designed to prevent
undesirable behavior. Diagnostic systems are used to
monitor and measure an organization's performance
against its stated goals. An Interactive control system
ensures that the vision and mission remain relevant and
adaptable to changes in the external environment.

The vision and mission serve as a strategic compass for
educational institutions, guiding management processes,
decision-making, and the achievement of long-term
objectives. However, the success of vision and mission
statements is not determined solely by the clarity of their
normative formulation, but also by how the academic
community, faculty members, students, administrative
employees, and external stakeholders interpret and
internalize the values embedded within them. In this
context, Lever Control Theory provides a relevant
conceptual framework for understanding dynamics
through which perceptions and collective understanding
of the vision and mission are formed and sustained.
Lever Control Theory emphasizes that systemic change
can be achieved by intervening in strategic points within
a system. In the context of higher education institutions,
this theory can be applied to understand how perceptions

and practices surrounding vision and mission are shaped,
maintained, and evaluated. Based on this theory,
questions were formulated that reflected the
implementation of the institution's vision and mission.

Materials & Methods

Design and setting(s)

This research is a qualitative study wusing a
deductive/directed content analysis approach at the
faculty of medicine, UISU. The University of Islam
Sumatera Utara is one of the private universities in
Medan City, North Sumatra Province, Indonesia, and has
an “excellent” accreditation rating. This means that
research conducted at this institution can reflect the
vision and mission of medical schools. The institution
adopts a competency-based curriculum and recently
revised its vision and mission in 2022. Directed content
analysis is used to obtain a more comprehensive
overview of the implementation of the institution's vision
and mission, while also drawing on existing theory [13].
One theory that can explain the implementation of vision
and mission is the lever control theory, but because there
are two parallel visions (i.e., scientific and
organizational), it is necessary to further expand this
theory to account for them, which can be done using a
directed content analysis design.

Participants and sampling

The participants in this study are the entire academic
community of the Faculty of Medicine UISU, consisting
of three components: lecturers, employees, and students.
All members of the academic community components of
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the medical faculty of UISU were considered primary
participants in this study. The criteria for selecting
participants among lecturers and employees was that
they must have worked or been active at the institution
for at least 5 years. This is because during that period,
lecturers and employees were exposed to the
organization’s characteristics for a long time, enabling
the vision and mission to be better conveyed. Each
institutional component was represented by five
participants selected according to predetermined criteria.
In total, 15 participants were divided into 3 groups
(lecturers, employees, students). The researchers did not
add more participants to the study because the results
obtained were generally saturated. For student
participants, the criterion was a Grade Point Average
(GPA) above 3,00, assuming that students with such
GPAs can participate well in learning experiences. Thus,
the perceptions formed from these learning experiences
can provide an overview of the implementation of the
vision and mission, particularly in the field of learning.
The student group was composed of representatives from
each class year. The employee group consists of
educational staff and faculty, and administrative staff.
The fundamental difference between the two groups of
staff lies in their main duties and functions: educational
staff assist in the learning process, while administrative
staff carry out the institution's administrative processes.
The involvement of both staff groups is intended to
illustrate the implementation of the vision and mission in
the organization’s operations (both the learning process
and organizational processes).

Rigor

The reliability of the research data was assessed through
inter-coder checking of codes, sub-categories and
categories. This technique was carried out by the three
researchers simultaneously and at the same location so
that the assessment of participant transcripts could be
determined immediately. However, before reaching a
mutual agreement, each researcher proposed appropriate
code for the transcripts along with explanations. After
listening to the explanations from the three researchers,
the most appropriate code was agreed upon. The same
method was also used to sub-categories and categories
the interview results. Member checking was conducted
by presenting the transcript results along with the codes,
and this was done by handing it directly to the
participants. This was done to ensure that the collected
codes aligned with the participants' intentions. If
participants feel the codes created do not accurately

reflect the meaning of their answers, they can comment
to improve the codes. This action is carried out for each
participant until all participants agree on the codes
created.

Data collection methods

The Focus Group Discussion (FGD) interview technique
was used to explore participants' perceptions and
understanding. The use of the FGD interview technique
is based on its advantages in exploring shared
experience, as it not only aims to collect data from each
participant but also allows interaction among participants
[14]. The implementation of vision and mission is
reflected in the organizational culture practiced by an
institution. Exploration of this organizational culture is
better described through interactions among individuals
rather than through the experiences of a single
individual. Therefore, the researcher chose the focus
group discussion technique as the data collection
technique. The Focus Group Discussion interviews were
conducted by the researcher and 2 research members (a
total of 3 researchers). The principal investigator and one
assistant researcher had experience conducting
interviews, while the other assistant researcher assisted
with preparing for the FGD process. The researchers
ensured that all participants in the FGD group
participated in answering the questions, so that no one
participant dominated the discussion. The researchers
also stimulated the group by exploring other points of
view if they felt that the answers were too focused on a
single point. Interviews were recorded using a voice
recorder, which was later transcribed to create sub-
categories and categories. Data collection was conducted
in December 2022 over 3 days. The researchers did not
limit the FGD duration to ensure that all participants'
perceptions could be conveyed. The FGD was conducted
by mutual agreement, with all participants not engaged
in other activities that day. Interviews for each group
were conducted on different days. The researcher
developed five questions to direct participants in
explaining the institution's vision and mission. All
questions were formulated based on the lever control
theory, whereby the first question aimed to describe
participants' understanding (belief system) of the vision
and mission; the second question aimed to explore the
boundary system implemented by the institution; the
third question aimed to examine the institution's
diagnostic control system; the fourth and fifth questions
aimed to investigate the interactive control system
implemented by the institution. The questions are: 1) Can
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you explain the vision and mission of the institution? (2)
Based on your experience, explain the activities carried
out in your institution to fulfill its vision and mission! (3)
In your opinion, are these activities appropriate for
achieving the vision and mission? (4) Give your opinion
on how the institution should achieve its vision and
mission! (5) In your opinion, who is responsible for
achieving the vision and mission?

Data analysis

Textual data were analyzed using the directed content
analysis method, in which categories and sub-categories
are determined based on the lever control theory. The
textual data was transcribed by research assistant two and
checked for accuracy by the principal investigator and
research assistant one. The researcher determined the
codes based on participants’ responses, with reference to
lever control theory. The codes were then grouped into
appropriate  sub-categories, which were adjusted
according to lever-control theory. Category were
determined manually, with all researchers gathering and
jointly agreeing on appropriate category from the
predetermined sub-category. The final decision was
made when all researchers agreed to link a particular sub-
category to an existing category (Table 1).

Table 1. Frequency distribution of participants' demographic
and professional characteristics (n = 15)

Characteristic Category n (%)

Gender Male 11(73.3)
Female 4(26.7)

Age (years) <20 4(26.7)
21-30 1(6.7)

31-40 5(33.3)

> 40 5(33.3)

Education level High school 6 (40.0)
Undergraduate 1(6.7)

Postgraduate 8 (53.3)

Years of experience 1-5 6 (40.0)
6-10 4(26.7)

11-15 3 (20.0)

16-20 2(133)

Note: High school category includes student participants.
Abbreviations: n, number of participants.

Results

The participants were mostly male (73.3%), over 30
years old, with a master's degree, and with 1 to 5 years of
experience at the institution. Among all participant
characteristics, experience length could influence
participants' perceptions in this study.

However, looking at the trend in length of experience,
this imbalance did not have a significant influence due to
the small number of participants (Table 2).

Table 2. Participants' demographic and professional characteristics

Participants code Age (years) Gender Education level Years of experience
T 35 Male Postgraduate 10
T2 37 Male Postgraduate 11
T3 36 Male Postgraduate 10
T4 41 Female Postgraduate 2
Ts 46 Female Postgraduate 17
El 46 Female Postgraduate 16
E2 34 Male Postgraduate 10
E3 44 Male Undergraduate 13
E4 37 Male High school 10
ES 51 Male Postgraduate 11
S1 18 Male High school 1
S2 18 Female High school 1
S3 19 Male High school 1
S4 20 Male High school 2
S5 21 Male High school 3

Note: Participants include teachers (T), employees (E), and students (S) from the academic institution.

Abbreviations: T, teacher; E, employee; S, student.

Objective 1: Exploring the academic
community’s perception of the institution’s
vision and mission

The results of the FGD interviews yielded several

categories, grouped into three. The three categories are
as follows:

Category 1: Understanding of the institution's vision
and mission: The vision of UISU's Faculty of Medicine
is “To become a leading center for medical education at
the ASEAN regional level based on Islamic values and
excellence in tropical medicine by 2025,
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The interview results show variations in the
understanding of the institution's vision.

Some participants perceive the vision and mission as
something to be achieved, while others believe the
institution already has them.

These two perceptions are based on how participants
view the functions of vision and mission, whether
internal or external.

Regarding perceptions that the vision and mission are
objectives to be achieved, participants stated that
establishing a vision and mission can provide direction
for all activities carried out by the institution. All
activities are aimed at achieving the targets set within the
institution.

The participant pointed out that the determination of
scientific specificity written in the vision and mission is
the focus that the institution must achieved:

"..so for example, our focus of science is tropical
medicine, well, in tropical medicine what is still lacking
or has not been achieved in tropical medicine, that is
what we are trying to achieve (S1)".

Participant with this perception views the vision and
mission as intended for internal institutional use, not for
the public.

Vision and mission are considered statements that define
the institution's development focus: "...something that is
considered or expected to be a future strength for an
institution...”" (L2).

In contrast, some participants believe that the vision and
mission are intended for external audiences. Institutional
vision and mission statements are ways to convey the
institution’s strengths to the outside world.

They argued that the vision and mission can provide an
overview of the institution’s strengths, differentiating it
from other institutions:

....... things that a faculty is very good at or very capable
of highlighting or telling the outside world" (S4).

This differentiator can attract prospective students and
other parties to engage with an institution.

Another participant with the same perception reasoned
that the vision and mission serve to provide an overview
of the institution's character:

"..is a character that distinguishes it from other
faculties" (L4).

The institutional characteristics referred to by
participants describe how lecturers' and students'
knowledge, skills, and attitudes are developed.
Category 2: Development of vision and mission:
According to the participant, the determination of the

vision and mission is based on the analysis of the
institution’s situation and conditions: "..if [ see, to
formulate vision and mission, it does need analysis, it
needs a study” (L5). The institution's facilities, human
resources, and organizational activities need to be
assessed to determine its current position. This
determination can provide an overview of the
institution’s strengths and weaknesses: “We have to
measure our strengths or weaknesses so that we can
visualize opportunities that can be done" (L5). The
results of the analysis can be used as the basis for
determining the institution’s vision and mission.
Preparation based on analysis results can help
organizational components determine work programs
that support the achievement of the vision and mission.
Another participant added that analysis must be
conducted not only internally (things that have been done
in the institution) but also externally: "...the study must
be in-depth, including internally, what we have, all kinds
of human resources or facilities, then an external review
is also necessary" (L2). This can provide an overview of
the strategic steps the institution can take. This step can
be conveyed through institutional goals articulated in the
vision and mission.

Category 3: Implementation of vision and mission:
Participants consider socialization to be important when
implementing the vision and mission of organizational
activities.

Socialization can foster an understanding of what the
institution aims to achieve.

An institution is not composed of a single person but of
several individuals.

Each component of the organization has a different role;
therefore, it is necessary to conduct socialization that will
provide an understanding of each individual’s role in
achieving the vision and mission.

This communication is carried out not only at intra-
organizational levels but also at inter-organizational
levels.

Leaders of institutional organizations need to convey
their aims for the vision and mission to their subordinates
so that subordinates can recognize and understand their
contribution in achieving the vision and mission:
"...there should be two-way communication between
leaders and subordinates about information from the
vision and mission" (E1).

The categories, sub-categories, and codes that emerged
from the thematic analysis of the FGDs are
comprehensively summarized in Table 3.
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Table 3. Emergent categories, sub-categories and codes from focus group discussions

Categories Sub-categories Codes

Understanding of vision and mission

Characteristics of institution
Differentiator

Definition of vision and mission Market value

Development process

Implementation Activity

Monitoring and evaluation

Formulation stage

Attractiveness
Direction/goal

Institutional analysis
Determined directly

Socialization
Communication
Increase capability

Create milestone

Institutional achievement

Note: Data obtained from thematic analysis of focus group discussions with participants.

Abbreviations: FGD, focus group discussion.

Socialization of the vision and mission can be done in
several ways, either directly or indirectly.

However, it is crucial that the information be provided
through various media and methods to ensure that the
vision and mission reach all components of the
organization. Some sources of information used by the
campus in disseminating vision and mission information
include flyers, banners, and direct meetings between
leaders and subordinates. Through various socialization
channels, exposure to and understanding of the vision
and mission among subordinates will increase. The
participants argued that this makes it easier for them to
remember and understand the institution's vision and
mission. The implementation of the vision and mission
needs to be planned, monitored, and evaluated:

"..s0 from there, there is planning, then there is
implementation, and there is evaluation and monitoring"
(L1).

The implementation of the vision and mission should be
supported by policies that support achievement.

These policies are formulated after determining the stage
of achievement for each year. Based on these policies,
organizational leaders can monitor and evaluate the plans
that have been made.

Additionally, the development of human resource
capabilities to support the achievement of these stages is
necessary:

"...to ensure that there needs to be training or provide
new information to all human resources"” (E2). Fulfilling
the vision and mission requires support from qualified
individuals and institutional capabilities. Therefore,
human resource development is important.

Participants recognize that implementing the vision and
mission  requires  cooperation  from  various
organizational components. Therefore, the responsibility

for realizing the vision and mission rests not only with
the leadership but with all components of the
organization:

"If asked who is responsible, yes, of course, all, the
academic community” (L1). However, participants said
that institutional leaders must monitor and control each
component of the institution to ensure that it acts and
works in accordance with the institution’s vision and
mission.

The leader is considered a director and supporter in
ensuring the achievement of the institution’s vision and
mission:

".... leaders must provide support and then must provide
direction to ensure on the track...." (L1).

Objective 2: Develop strategies to implement

vision and mission

Based on the results of this study, researchers can
propose strategies to advance the vision and mission in
educational institutions.

The strategies for implementing vision and mission can
be simplified into four stages: building perceptions;
determining achievements; defining roles and tasks; and
creating communication (Figure 2).

Building perceptions stage: This stage of the vision and
mission, based on the results of this study, is to establish
a common perception among all individuals within the
institution.

An organization's vision can influence the organization's
internal processes [15].

This influence can occur when a shared perception forms
among all components of the organization regarding the
vision and mission.

This can be achieved by socializing the institution’s
vision, mission, and the purpose for which it was formed.
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Build
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Communication Achievement
Define the

Roles and Tasks

Figure 2. Strategies for implementing the vision and mission

Determine the achievement stage: Organizational
leaders should determine the achievements that must be
implemented each year based on the prepared vision and
mission. Organizational leaders can determine what
activities the organization needs to carry out in the first,
second, and subsequent years. This is useful for ensuring
the organization moves in the direction of its mission.
This mapping is also useful for preparing the foundation
needed to support the achievement of the vision and
mission, such as establishing cooperation and developing
infrastructure. Determining the achievement of the
vision and mission each year is necessary to facilitate the
monitoring and evaluation process.

Define the roles and tasks stage: The next step is to
determine the roles and tasks for each organizational
component in line with the vision and mission. This
determination can synchronize the activities of
organizational components to achieve the vision and
mission. Additionally, defining roles and tasks can serve
as a basis for monitoring and evaluating the performance
of each organizational component. The relationship
between the roles and tasks of each organizational
component and the institution’s vision and mission need
to be conveyed and explained by the organization's
leadership [16]. This effort is intended to ensure that the
perceptions formed in the first step align with the roles
and tasks that must be carried out by each component of
the organization.

Creating communication stage: The final step is to
establish communication between organizational
components and organizational leadership [17]. This is

intended to receive input or address obstacles
experienced by each component of the organization in
carrying out its duties and roles. This communication can
motivate employees to carry out their duties and roles in
the institution. Opinions and input expressed by
employees can foster a sense of belonging to the
institution. This step must be carried out regularly to
ensure optimal performance of each organizational
component.

Discussion

The academic community of the Medical Faculty of
UISU has a varying understanding of the institution’s
vision and mission. This difference is evident from the
results, which found that some view the institution’s
vision and mission as something that must be achieved,
while others perceive them as inherent to the institution.
Understanding the institution’s vision and mission is
crucial in shaping individual perceptions, which will
impact the performance of all academic community
components.

These perceptions can form if each component of the
organization understands the institution's goals (purpose-
driven) [1]. This difference could be due to a lack of
socialization regarding the institution's vision and
mission. Socializing the institution's vision and mission
is fundamental to unifying the academic community’s
perceptions and understanding of the institution's goals
and strategies [4].

Socialization of the institution’s vision and mission
needs to be conducted for each component of the
academic community to ensure their achievement [4,
18]. When referring to the level of strategy, the
institution’s vision and mission represent a corporate-
level strategy. This means that the values and direction
an institution seeks to achieve become the basis for every
decision [19].

It is the duty and responsibility of lower-level employees
to implement and execute all decisions made at higher
levels. Performance within an organization is highly
dependent on the organization’s purpose statement [20].
The organization’s purpose must convey the values of its
employees and leaders, thereby creating a brand
personality. These values will become purpose-driven,
enabling employees to meet the needs of stakeholders,
including consumers. Failure to establish a purpose that
encourages employees to demonstrate certain values in
their activities can lead to differences in perception
among employees.
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Institutional performance is strongly influenced by the
involvement of all components of the academic
community [21, 22]. Clarity regarding the roles and
functions of each academic community component can
ensure the realization of the institution’s vision and
mission [23, 24]. This is because each component of the
academic community synergizes to carry out activities
that support the realization of the institution's vision and
mission. Additionally, the human resource management
of each component within an institution should be
conveyed in the institution's vision and mission
statements [25].

The vision and mission should reflect the management
control exercised by the organization [26]. The control
management in question includes four points: the belief
system, boundary system, diagnostic control system, and
interactive control system. The understanding of each
academic community component indicates that the belief
system is not robust. The belief system is the first thing
every component of the organization must possess [27].
The belief system is how the organization ensures that
each individual within it develops a sound
understanding. The quality of activities carried out by
organizational components depends on the drive formed
from this understanding. Encouragement based on an
understanding of organizational goals can range from
personal to the organizational level [1]. Every
component of the organization must have a drive at the
organizational level so that all components understand
the organization's direction and goals. The boundary
system and the diagnostic control system play a role in
monitoring and guiding all activities within each
organizational component to ensure they stay on track
[28]. Setting limits and monitoring all organizational
activities can ensure the achievement of organizational
goals stated in the vision and mission. The
implementation of these two systems is intended to foster
harmony between understanding and action across each
component of the organization.

An interactive control system is a useful system for
providing space for organizational development. This
system can synergize with the belief system and the
diagnostic control system by receiving input from
employees regarding their effort to achieve
organizational goals [29].

This system can provide an opportunity for employees to
voice the problems they encounter in carrying out their
roles in the organization. Communication and meetings
with higher leadership components can provide them
with clarity and motivation to perform better in

organizational activities. One method that leaders can
use when communicating with subordinates is to use
motivational language. Motivational language can
significantly increase employee motivation, security, and
a sense of togetherness, ultimately affecting
subordinates' performance [30]. This technique involves
combining listening, directing, and empathy when
communicating with subordinates.

The strategy for implementing the vision and mission
within an organization must be communicated
effectively, not only within the organization but also to
external organizations (stakeholders) [31]. Both groups
play a role in ensuring that the vision and mission are
implemented properly. In addition, communication
between internal and external parties must be well
established so that the organizational purposes expressed
in the vision and mission can be implemented in an
integrated manner.

This strategy can also be evaluated jointly by the
organization's internal and external groups. Thus, all
groups within the organization can work together to
implement its vision and mission to meet the
community's needs [32].

This research has strengths compared to other studies,
including the use of three types of educational institution
components: lecturers, employees, and students. Data
collection through FGD can comprehensively capture the
academic community's understanding of the institution's
vision and mission.

The limitation of this research is that the number of
participants involved is still not optimal. However, based
on the data obtained, the categories from the interviews
were similar between the three FGD groups. Therefore,
researchers believe that the information obtained is
sufficient to describe the academic community’s
understanding of the vision and mission.

Conclusion

Three main categories with several sub-categories were
successfully identified in this study: understanding the
institution's vision and mission, developing the vision
and mission, and implementing the vision and mission.
The results of the exploration of the academic
community’s perceptions revealed differences among
employees regarding the institution’s vision and mission.
Based on these results, researchers recommend that
every educational institution, especially medical
institutions, periodically evaluate their employees'
perceptions of the institution's vision and mission. This
can be done at the end of each academic year, before the
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start of the next, which is the ideal time to prepare the
institution to resume all its academic activities. This is to
ensure that management and strategies for implementing
the vision and mission are effectively put into place.
Each educational institution has a distinct organizational
culture, depending on its location and culture. Further
research is needed to explore academicians' perceptions
across different countries and cultures.

From a theoretical perspective, the results of this study
provide additional explanations for the development of
lever control theory for the implementation of both
scientific and organizational visions. In a belief system,
perceptions of the organization's purpose need to be
formed.

These perceptions are necessary to provide
organizational values that will be carried out by each
component of the organization.

Furthermore, the boundary system needs to be
supplemented with targets to be achieved each year or at
specific times, and the roles and tasks of each
organizational component should be determined based
on these targets. This helps to facilitate the
implementation of the diagnostic control system.

Clarity of targets, tasks, and roles of each organizational
component will facilitate monitoring and assessment of
their achievement.

The last part —the interactive control system —can be
added by  establishing integrated, effective
communication. The communication established is not
only between superiors and subordinates, but also
between organizational components, and between
internal and external organizations (stakeholders).

The strategy for implementing the vision and mission
involves four stages: building perceptions within each
organizational component; determining the annual
achievements of the vision and mission; defining the
roles and tasks of each organizational component; and
fostering communication between leaders and
subordinate employees.

These four stages can be carried out continuously to
ensure the vision and mission are upheld. Building
perceptions of the institution’s vision and mission should
be the first step to unify its direction and goals.

Actions that can be taken at this stage include holding a
general meeting for the entire academic community,
creating information media that contain the vision and
mission, or establishing a special unit that serves as a
center for information related to the institution's vision
and mission, which can provide explanations and
consultations on how to implement the vision and

mission in every activity, whether for lecturers, staff, or
students. After achieving a shared perception, it is
necessary to determine the steps to achieve the vision and
mission.

The determination of achievement steps is intended as a
target that must be met by all components of the
institution. The determination of these achievements is
based on the steps taken to achieve the institution's vision
and mission. Therefore, the institution's vision and
mission must first be broken down, and then a timeframe
for their achievement must be set.

This timeframe can be used as a benchmark for achieving
the targets for implementing the vision and mission.
Since each component of the institution has distinct tasks
and functions, it is necessary to define the boundaries of
each component's tasks and functions.

The determination of roles and tasks is carried out by
disseminating the targets from the previous
implementation stage to all components of the
organization, taking into account each component's main
duties and functions.

This is useful so that all components work in synergy to
achieve the set targets.

All these steps need to be accompanied by effective
communication channels so that any obstacles or
problems can be resolved clearly. Hierarchical
communication techniques should not be used in this
step, as there is a high risk of miscommunication, which
can prevent problems from being resolved properly.
Motivational language needs to be wused by
organizational leaders to achieve the institution's vision
and mission.
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