
International Journal of Business and Management Invention 

ISSN (Online): 2319 – 8028, ISSN (Print): 2319 – 801X 

www.ijbmi.org || Volume 4 Issue 1 || January. 2015 || PP.72-86 

www.ijbmi.org                                                               72 | Page 

Factors Affecting Performance: A Modification Of Vrooms 

Theory (Studies In Certified Lecturer In Private University In 

East Java) 
 

1,
Fathorrahman , 

2,
Eka Afnan Troena , 

3,
Fatchur Rohman , 

4,
Mintarti Rahayu  

1,
Department of Management, College of Economics ASIA Malang, 

2)3)
 

4,
Department of Management, Faculty of Economics and Business, University of Brawijaya Malang. 

 

ABSTRACT : Aim of the study is to re-examine and modify Vrooms theory by analyzing the Influence of 

motivation, competence, and organizational commitment to performance. Sample size was 153 respondents 

consisting of lecturer who have been certified in 44 accredited study program spread over 10 private 

universities in East Java. The technique sample of this study was multistage random sampling. Data were 

obtained through questionnaire distribution and collection, then analyzed using a structural model with GeSCA 

program. From the three hypotheses testing and discussion the result indicated that motivation can significantly 

positive effect on performance, competence have a significantly positive effect on performance, organizational 

commitment have a significantly positive effect on performance, the relationships model between variables were 

studied could generate motivation, competence, organizational commitment have a significant relationship to 

the performance of certified lecturers in private university in east Java. 
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I. INTRODUCTION 
Background : Globalization has meant to connect the world with each other in a variety of life, both in its 

political dimension, technological, social, cultural, and economic (Giddens, 2001: 5). Globalization becomes 

very heavy because of the findings in the fields of technology, communication and information. In fact, 

globalization has changed the world economic order and characteristics of the business environment. The impact 

of globalization started to spread into many areas of life, not least in education, including college. Public 

demand for the quality of higher education as a result of globalization is something that is fair, that the solution 

can’t be delayed any longer. This means that the learning process in universities must be qualified and meet the 

established standards. The existence and the challenges of the college were very dependent on the assessment of 

the quality of higher education stakeholders. 

 

The key component in determining the quality of the college consists of many components, such as the 

quality of the academic program (starting from input, learning process, and output of graduates), human 

resources, infrastructure and academic environment. From those components of the human factor, there is the 

lecturer to be something very important to improve the quality of higher education. Lecturers is one of important 

element in the college has a strategic role to improve the quality of education in Indonesia. Hence, lecturer in the 

college play importance role, focus on the performance of lecturers in their profession is very important and 

needs to be addressed. Human resources as an important asset that must be owned by the organization 

constantly be aware of the needs and desires that are expected to produce a high performance organization that 

can ultimately achieve the various goals of the organization. To achievethese objectives, human resources 

management that is able to manage in ways humane and highly motivated and dedicated to the organization. 

Without the people who have the motivation, then the organization will not run properly. In this case the 

leadership needs to find the best way to improve the quality of human resources, to be able to improve their 

performance. 

 

To encourage high-performing employees required capabilities that leaders can motivate employees in 

order to improve performance so that organizational goals can be achieved. Employees who are motivated 

usually stick with the job in a relatively long time, because of his job or the tasks given by the management, 

employees have the expectation of reward obtained in accordance with the business or the sacrifice incurred. 

Motivation is something that exists in someone who can push his desire to perform certain activities to achieve 

goals. According to Robbins (2003: 135), motivation is a process that will determine the direction, intensity and 

persistence of individuals in an effort to achieve the goal. While Gibson et al. (1996) motivation is the force that 

drives a person who is raise / directing behavior, or a process where energy is given and directed behavior. 
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Thus it can be said that motivation is a process that can lead an individual to voluntarily issue a higher 

level of effort in the performance to meet the needs of life. Motivation is influenced by two factors there is 

internal and external factors, while the individuals behaviors is generally motivated by a desire to achieve 

certain goals in order to make the needs of life. One of the needs of the individual is the primary needfor the 

requirement that must be filled, such as the need for a salary, wage, food, drink, clothing and housing, while 

other needs are secondary needs that need security and safety, relationships with others, self-esteem, status, 

affection, fair treatment, respect, achievement, opportunities to develop themselves. Each of these needs may 

vary from period of time and each person differently.  

 

Motivational variables as expressed by Maslow in the theory of needs to have an important role to 

improve the performance of employees, where the presence of motivational factors can be a decisive element for 

the achievement of organizational goals. Basically, everyone has expectations between motivation and 

achievement shows that the magnitude of individual perception held by employee motivation will affect the 

achievement of employee performance. In line with this motivation is the urge, the desire, so they did something 

or the activities of their best work in both time and energy to achieve the goal.Porter and Lawler in Luthans 

(1992: 165) states that: "Start with the premise that motivation (effort or force) does not equal to satisfaction and 

/ or performance. Motivations, satisfaction and performance are all separate variables and relate in ways 

different from what was traditionally assumed. Basically in daily life between motivation, job satisfaction, and 

performance is something apart from each other and keep in touch. Motivation is the nudge someone to meet 

their needs, that can be said to be good if the perceived satisfaction as expected. In general, if a person has 

obtained satisfaction as expected it will be able to create a more optimal performance, but this is simply due to 

the emergence of a new spirit to gain more leverage than ever before. 

 

Anderson and Butzin model in As'ad (2001: 62) argued that, all theories about job performance in 

which individual motivation is involved the calculation of the possibility of achievement a person, so it is not a 

measure of performance of existing ones. Therefore, a formula that has been proposed is not unusual to measure 

performance in the context of the post assessment. However, if they have obtained the actual performance of the 

sector, and also owned a score of ability or motivation, it would be expected the level of one of the others 

(motivation or ability) are not yet known, using the formula. Ability intended as the ability of employees to 

carry out the work. This ability involves a variety of elements such as cognitive ability and technical ability, 

even to the characteristic owned. Here, the ability refers to an individual's capacity to perform various tasks in a 

job (Gibson et al. 1996), the ability of a trait (innate or learned) that allows a person carrying out an action or 

mental or physical work. Capability consists of two basic elements: intellectual ability and physical abilities. 

Intellectual ability required to perform mental activities, such as activities that are complex and require thought. 

While the physical abilities necessary lead to the ability to perform tasks demanding stamina, dexterity, strength, 

and similar skills. Research conducted by Palumbo et al. (2005) stated that cognitive ability affects the 

performance of employees.  

 

Vrooms argued that a person's performance is a function of motivation and ability. While Robbins 

(2003; 218) suggests that employee performance is a function and interaction between ability, motivation, and 

opportunity, that can be formulated that performance (P) = f (A x M x O). In this study, researchers modified by 

inserted the variable of organizational commitment and discard opportunity variable. The reason why 

researchers replace the commitment variables with the variable of organizational commitment as a variable that 

can affects performance is for an employee, an opportunity variables are variables that can affect from the 

outside of them rise and fall of a person's performance. This means that if employees see an opportunity / good 

chance then they will perform better, otherwise if not then he will be poor performers. However, organizational 

commitment variable is a variable that resides in them that could affect the rise and fall of a person's 

performance as well as the motivation and competence variables. This means that employees who feel 

committed to the high organizational commitment thus they will perform better, otherwise if not they will be 

poor performers. Therefore, in this study, other factors are equally important to improve the employees 

performance is organizational commitment. In general, organizational commitment is defined as the engagement 

of employees in the organization in which the employee works. There are three components of organizational 

commitment, namely affective commitment, rational / continuity commitment and normative commitment 

(Allen & Meyer, 1990; Meyer & Allen, 1997). Affective commitment associated with the presence of 

emotional, identification and involvement of employees in the organization. Rational or sustainability 

commitment (continuance commitment) related to the cost-benefit considerations if the employee leaves the 

organization. And, normative commitment related to the existence of obligation feeling on the employee to 

continue working in the organization. 
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Related to employee performance, showed that if the employee has high commitment it will be able to 

improve their performance, which in turn can improve organizational performance. This is in line with DeCotiis 

and Summers(1987) who found that organizational commitment is a strong predictor of employee performance 

and Jaramillo et al., (2005) who found that organizational commitment and performance have a positive 

relationship for sales and non-sales employees. Similar results were also shown of Chen and Francesco (2003) 

and Sudiro (2008). Meanwhile, Yiing and Zaman (2009) find instead that the commitment does not affect the 

employee performance. While, Both Steers (1977) and Wiener and Vardi (1980) concluded that organizational 

commitment has no apparent relationship to performance. Based on the theoretical view and empirical findings 

it is important to conduct a study related to the factors that affect performance. From the description presented a 

study entitled "Factors affecting performance. (Studies in certified lecturer in Private University in East Java) 

 

Problem Identification 

Based on the description on the background and the title, then the formulation of the problem can be 

posed in a studies in certified lecturer in private university in East Java : 

[1] Does motivation affect the performance of certified lecturers?  

[2] Does competence affect the performance of certified lecturer? 

[3] Does organizational commitment affect theperformance of certified lecturer? 

 

II. LITERATURE REVIEWAND HYPOTHESES 
LITERATURE REVIEW 

Performance : The success of an organization can be achieved with the efforts of human resources quality. 

Efforts were made to the form of the development, improvement of work systems, compensation and etc, finally 

the performance appraisal. According to the dictionary of management terms (1981: 203), work performance is 

the activity of duty or performance. While, notion of performance based on Armstrong and Baron (1998: 15) is 

defined as the performancewhich is the result of work from strong relationship with the organization's strategic 

goals. From these opinions can be concluded that the work achievement similar with performance.  

 

Job performance is the result of the relationship between effort, ability, and perceptual tasks, Byars and 

Leslie (1997: 311). According Soeprihantono, (1998: 64) that performance is the result of work an employee for 

a certain period compared with a range of possibilities, such as standards, targets / objectives / criteria are 

predetermined and agreement. Meanwhile, according Schermerhon et al, (1991: 59) that the performance as the 

number and quality of tasks who solved by individuals, groups or organizational. From the definition it is clear 

that performance is the result of work accomplished by a worker with carrying out the work or activity in time 

period, which must meet the standards of quality and quantity of work which set by the company. Job 

performance is the driving force to improve the performance of an organization, because the performance of an 

organization is a set of achievements given by all sections related to business activities. According to Steers 

(1999: 164) performance is defined as follows: performance is the level of success in completing the task and in 

accordance with the objectives. Which can be interpreted performance is the level of success to complete the 

task and fit for purpose. Prawirosentono (1999: 2) argued that performance is the result of work that can be 

achieved by person or groups in an organization. 

 

Performance management is expected to fulfill its function both at the level of individuals and 

organizations. From the perspective of performance management organization will organize people within the 

organization by managing the priorities of management and staff to plan the organization / business, 

organizational goals and integrate the work of the individual presses and stimulate strong performance, 

providing a framework for the setting of communication with the executive. While the individual perspective, 

performance management enables employees and management to have a clear awareness of the objectives and 

understand what to expect, looking at his own performance against the objectives of the organization and 

recognizes its own performance through the identification and regular evaluation.  

 

Motivation : Motivation is a psychological process that occurs in a person and reflects the interaction between 

attitudes, needs, perceptions, and etc. Motivation is there in a person are not the same between one and another. 

Luthans (2006: 270) defines motivation is a process that starts with a physiological or psychological efficiency 

that drives behavior or encouragement aimed at a goal or incentive. This will lead to the motivation process. 

Robbins (2006: 213) defines the term motivation is a process that will determine the intensity, direction, and 

persistence of individuals in an effort to achieve the goals. It means that motivation within the individual or a 

person to achieve his goal. Gibson et al. (1996: 185) defines motivation is a concept we use to describe impulses 

arising on individual that drives and directs behavior. That is the power that drives an employee who raises and 

directs behavior. 
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Competence : Competence implies possession of knowledge, skills, and abilities required by the particular 

position (Rustyah, 1982). Competence is also interpreted as knowledge, skills, and basic values are reflected in 

the habit of thinking and acting. Competence can also be intended as the ability to execute a task gained through 

education and / or training (Herrera, 1998). While in Indonesian dictionary, competence is the authority (power) 

to determine or decide something. Finch and Crunkilton in Mulyasa (2004: 38) that the definition of competence 

is the mastery of a task, skill, attitude, and appreciation necessary for the success. It shows that competence 

includes tasks, skills and attitude of appreciation that should possess learners to be able to carry out the task of 

learning according to the specific type of job. 

 

Meanwhile Competence according to Law No. 13/2003 Article 1 (10), states that "Competence is the 

ability of each individual that covers aspects of knowledge, skills and attitudes that fit the standard set". While 

in Law No. 14 Year 2005 on Teachers and Lecturers Article 1, Section 10 states that competence is a set of 

knowledge, skills, and behaviors that must be owned, lived, ruled, and actualized by the teacher or lecturer in 

performing the duties of professionalism. Competencies required of teachers and lecturers include pedagogical 

competence, personal competence, social competence, and professional competence. Pedagogic competence is 

the ability to manage the learners that includes an understanding of the learners, the design and implementation 

of learning, evaluation of learning outcomes, and the development of learners to actualize different potentials. 

Personal competence, the ability of the personality of a solid, stable, mature, wise and dignified, become role 

models for students and noble. Social competence is the ability of teachers to communicate and interact 

effectively and efficiently with students, fellow teachers, parents / guardians of students, and the community. 

Professional competence is the ability of teachers in the mastery of the subject matter is broad and deep that 

allows guiding learners to meet the standards of competence set out in the National Standards.  

 

Organizational Commitment : The concept of commitment is essentially direct a person to categorize 

individual differences in values and motives more simply. Benkhoff (1997: 3) defines commitment as the degree 

of employee awareness and their contribution to organizational success. Mowday et al. (1982: 27) argued that 

organizational commitment as the relative strength and the individual to identify their involvement in the 

organization. It is characterized by three things: (1) Acceptance of employee toward the values of the 

organization. (2) The readiness and willingness of employees to try and sincerely on behalf of the organization, 

and (3) the desire of employees to maintain their membership in the organization (being part of the 

organization).Another view of the organization's commitment proposed by Steers (1999: 50), that is a sense of 

identification (belief in the values of organization), and loyalty (the desire to remain to be a member of the 

organization) are expressed by an employee of the organization. Steers argues that organizational commitment is 

a condition in which the employees are very interested in the goals, value, and objectives of the organization's 

commitment to the organization means more than just a formal membership, because predilection to the 

organizational and willingness to try maximum effort for the organization in achieving its objectives. 

 

Commitment to the organization, according to Greenberg and Baron (2000: 182), commitment concept 

to the organizational related to the extent to which an individual identifies themselves and they desire to remain 

in the organization. This means that employee loyalty is needed by the organization to achieve organizational 

goals. Buchanan (in Gibson et al., 1996: 186) argues that employee commitment to the organization include the 

suitability of the self (self-identification) employees with organizational objectives, employee psychological 

attachment in organizational tasks shown by the unwillingness of employees to leave the organization. This 

shows that level of employee loyalty to an organization's workplace.Davis (1996: 259) states that organizational 

commitment of employees also referred to employee loyalty that is a level or degree of self-identification with 

the organization's employees. This means that employee loyalty will be measured by the organization through 

the power of attributes attached to the employee's personal self. Organizational commitment is like a magnetic 

force to attract other objects into the magnet, which is one of measurement the employee wishes to remain in the 

organization.  

 

Research Hypothesis :Based on the background, problem identification, literature review, framework of 

thought processes, and the conceptual framework in this study, a combined hypothesi the relationship between 

variables is as follows:  

Motivation and Performance Lecturer relationship :Motivation is a mental state that encourages activate, 

mobilize efforts and channel behavior, attitudes and behavior with a strong-willed person to do something that is 

always associated with the achievement of goals, both organizational goals and personal goals of each member. 

Building the positive perception an employeeto the organization, are theoretically building the determinants of 

high motivation. 
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Perspective of human resource development that if could put a potential worker resource in 

organization are very important, it will be able to provide optimum benefits for the organization. If leaders can 

create conditions of work that can motivate employees to perform better, especially when leaders can integrate 

with the company's goals through personal goals as well as provide greater opportunities to the employee's 

participation to manage the organization, work performance will increase (Nimran, 1997: 40).According to 

Orpen (2001) motivation has a different role to influence employee performance. This effect is moderated by 

personal control. Employees with high motivation, when employees have high personal control, high motivation 

will increase performance of the employee. However, where employees with high motivation have a low 

personal control, this thing will actually degrade the performance of the employee because of employee's 

inability to make changes in order to enhance the performance of employees. While low motivation of 

employees will still degrade the performance of the employee in the absence of a desire to be better.Based on 

theoretical and empirical studies of the relationship between motivation and performance above, the following 

hypotheses can be proposed: 

 

H1: The higher motivation of lecturers will improve the performance of certified lecturer 

 

Competence and Performance Lecturer Relationship : Robbins (2003; 218) suggests that employee 

performance is a function and interaction between ability, motivation, and opportunity that can be formulated as 

performance (P) = f (A x M x O). Ability is the potential or mastery of a skill, which is used to do something 

that realized through actions. One basic requirement for someone to be able as master a skill is ability of the 

acquired basic knowledge in a practical and theoretical, as well as supported by the expertise (skills).Spencer 

(1993: 9) says that the ability is as individual characteristics of the person and underlying causes of performance 

or productivity able to demonstrate effective or superior work in a job or ability to cope with problems or work 

in certain situations. First: basic characteristic is the ability to be fundamental and includes a person's personality 

and can predict a person's attitude in certain situations which vary in certain work activities, Second: the ability 

means of a causal relationship can lead to or be used to predict the performance a person with intention, third: 

criterion reference is real ability to predict someone will be able to work better or worse, as measured on 

specific criteria or standards of individual work performed. 

 

According Kolz et al. (1998), which is based on sufficient empirical evidence suggest that ability is the 

most important determinant of performance and have stable effect over time. Mulyana (2005) results of the 

analysis indicate that there is a positive direction and a significant relationship between ability and performance 

on the object of this study, thus supporting the relationship between two variables.Based on theoretical and 

empirical studies the relationship between competence and performance above, the following hypotheses can be 

proposed:  

 

H2: The better competence of lecturers will improve performance of certified lecturer 

 

Organizational Commitment and Performance Lecturer Relationship : Allen and Meyer (1990), argue that 

each component has a different basic commitment. Employees with high effective components, still join the 

organization because of the desire to remain as member of the organization is pretty high. Meanwhile, 

employees with high continuance component, still join it because they need the organization. Furthermore, 

employees with high normative component, remained a member of the organization as a whole because they 

feel the need to do so. Based on Cichy (2009) organizational commitment can be explained through two 

viewpoints. First describe individual desire or preference to remain in the old organization. Second, show the 

individual's attitude towards the organization and is reflected in the individual's relationship with the company. 

So with high organizational commitment, then the individual will strive with all his company's ability to 

improve performance, which in turn will improve the performance of the company.Based on theoretical and 

empirical studies the relationship between organizational commitment and performance above, the following 

hypotheses can be proposed:  

 

H3: The stronger organizational commitment of lecturers will improve performance of certified lecturer. 

 

III. RESEARCH METHOD 
Data Collection : The data obtained in this study through a procedure in the form of questionnaires. 

Questionnaires conducted directly by visiting the object of research (private universities) and directly submit 

questionnaires to lecturers certified. All the variables in this study were measured using a Likert scale. Used an 

interval scale has a range of 1 to 5. In this case, made the following order: Strongly Disagree (Score 1), Disagree 

(Score 2), Neutral (Score 3), Agree (score 4), and Strongly Agree (Score 5) 
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Sampling Techniques and Sample Size :  Samples are part of the entire population (all lecturers certified) in 

private universities in East Java. The technique sample of this study was multistage random sampling magnitude 

of the sample in this study was determined by using the formula of Slovin (in Umar; 2000) with amount of 195 

respondents. 195 questionnaires distributed to respondents, who returns to complete and can be analyzed is 153 

questionnaires, or 78.5%.  

 

Operational Definition of Variables : Operational definitions of variables consists of exogenous variables are 

independent variables, moderating variables and the endogenous variable is the dependent variable, operational 

definition in this study are as follows:  

[1] Motivation (X1) is an impulse that exist within the individual that the individual could moves in an 

effort to achieve personal goals and satisfaction. This variable refers to the motivational factors of the 

two-factor theory of Herzberg et.al (1959), and studies of Mawoli, MA and Babandako, AY (2011). 

Motivational variables measured by the following indicators: Achievement, Award (Recognition), work 

itself (working conditions), Responsibility, Advancement (future), and Growth. 

[2] Competence (X2) is the knowledge, skills, and attitudes that can increase a person's effectiveness in 

completing the work. This variable refers to UUGD, PP 37 year 2009 about lecturer and Sumardjoko 

(2006). Competence variables formed by four dimensions with several sub-variables as follows: 

Pedagogic Competence; Professional Competence; Personality Competence; and Social Competence. 

[3] Organizational Commitment (X3) is as the individual relative strength to identify them self in the part of 

the organization's involvement or the degree of caring lecturer and its contribution to organizational 

success. This variable refers to the organizational commitment questionnaire (OCQ) from Allen & 

Meyer (1983) organizational commitment variable is measured by several indicators, as follows: 

Affective Commitment; Sustainability Commitment and Normative Commitment. 

[4] Performance of Certified lecturer (Y1) is the result of the behavior / work that can be achieved by a 

professor in an organization (department or college). This variable are refers to, and modify this variable 

from the PP 37 year 2009 about lecturer, Technical Evaluation Instructions (BKD2010), the operational 

guidelines for assessment of credit points lecturer (2009), and studies of Mawoli, MA and Babandako, 

AY (2011). Performance of certified lecturer variable measured by four indicators as follows: education 

and teaching performance; research areas performace; Field performance of community service; and 

support field performance of lecturer professions.  

 

Validity and reliability : Validity test is to see whether the questionnaire instrument consistent in 

measurement. Valid instrument or not an item can be determined by comparing the correlation index of Pearson 

product moment with a significance level of 5% with a critical value where r (correlation coefficient) at the 

significance level of alpha (α) of 0.05. The validity of the test results of all the items in this research is a valid 

variable. Reliability test was also intended to determine the consistency of measuring instruments or in other 

words the instruments have consistent results when used repeatedly at different times. Data reliability test using 

Cronbach Alpha method approaches, by comparing the value of alpha (α) with 0.6. If the alpha value> 0.6, the 

items on the questionnaire stated reliable, otherwise if the alpha value <0.6, the items on the questionnaire 

declared unreliable. The reliability test results of all the items in this study are reliable.  

 

IV. RESULTS AND DISCUSSION 
Respondents Characteristics : Respondent characteristics in this study can be grouped into two sections. The 

first part is based on the demographic characteristics and the second part is based on the work characteristics of 

lecturers. As summarized demographic characteristics of respondents are presented in Table 5.1 below: 

 

No Respondent Characteristic Amount Percent 

1. 

Gender 

Male 78  50,98 

Female 75  49,02 

Amount 153  100,0 

2. 

Age 

26 – 35 9 5,88 

36 – 45 46 30,07 

46 – 55 75 49,02 

56 – 65 23 15,03 

>  65 0 0 

Amount 153       100,0 

3. 

Year of Graduate 

2008 8 5,23 

2009 20 13,07 
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2010 38 24,84 

2011 87 56,86 

Amount 153       100,0 

4. 

Education 

Bachelor 0 0 

Master 128  83,66 

Doctorate 25  16,34 

Amount 153 100,0 

5. 

Process of study 

In process study 25  16,34 

Not study 128  83,66 

Amount 153       100,0 

6. 

Source of study 

BPPS 9 36,00 

Institution 10 40,00 

Own source 6 24,00 

Amount 25 100,0 

7. 

Marital Status 

Single 9 5,88 

Married 139 90,85 

Widower 5 3,27 

Amount 153 100,0 

 

Table 5.1 shows that demographic characteristics of respondents based on gender are 50.98% male and 

49.02% female. This result indicated that between men and women there is no difference to that profession of 

lecturers can be run by anyone who has the ability and meet the academic requirements as a lecturer and not 

depend on a specific gender.Demographic characteristics of respondents based on age lecturer, shows most of 

the respondents aged between 46 to 55 years as much as 49.02%. At this age, including the productive age and a 

full duty is still long, so has potential source to make development (promotion of structural and functional). 

While, age less than 45 years as much as 35.95% a young age, the experience is still lacking, but very energetic 

and productive to continue to grow. While the age of 55 years are 15.03%, usually relatively less productive but 

already very mature as an educator. 

 

Based on years passed the certification of the respondents, indicated that the majority of respondents 

passed the certification of lecturers in the year 2011 are 56.86%. This is similar with the characteristics of the 

lecturer at 36-55 years old with functional associate professor and expert assistant. Meanwhile, the available 

quota from the government for the implementation of certified lecturer ranging in 2010 and 2011, it was due in 

2008 and 2009 were years of initial certification lecturers.Characteristics of respondents based on education 

shows that 83.66% of respondents aremaster, which is similar with the objectives of this study, that the object of 

study is certified lecturer who has require minimum education master or bachelor with functional associate 

professor. The number of respondents were educated doctorate is only 16.34%, which is consistent with the 

number of lecturers with doctorate in private university in East Java is still less (according to the director 

general of Higher Education in 2013, nationally the number of doctoral degrees are 5168 and private university 

are 10.598). 

 

Characteristics of respondents based on the advanced study showed that most of the respondents were 

not in advanced study as many as 83.66%, while respondents who are advanced studies to doctorate are only 

16.34%. This result suggests that interest lecturers to improve the level of education are low, and they are quite 

satisfied with the education and certification status obtained at this time. This is probably because one of them is 

the cost factor, limited access to scholarships or other personal factors. In the coming years the possibility of 

advanced studies who want to continue doctorate program will be even greater given access to advanced studies 

scholarship (BPPDN and BPPLN) is getting easier with the ever increasing quotas as well as a change in the 

rules (Permenpan No. 17 of 2013) that the lecturer is not doctorate can’t improve functional and academic ranks 

to the post of professor. Sources of study used by lecturer in advanced study showsthat 40% using the cost of 

institutional sources, 36% used BPPS cost sources and the remaining 24% using independent sources. This 

indicates that the college's commitment to support their lecturer doing advanced studies to a higher level of 

consciousness that is large enough and to improve the education quality, lecturer quality and lecturers should 

also institute asset that must be nurtured and satisfaction.Characteristics of respondents by marital status shows 

that the number of respondents who are married reaches 90.85% it was similar with an average age of 35 years 

old. This can increase the motivation of lecturers and professors in their profession's commitment to getting 

better as a form of responsibility to the family.  
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The work characteristics of respondents are presented in Table 5.2 below: 

 

No Respondent Characteristc Amount Percent 

1. 

Employee Status 

Foundation lecturer (non-civil) 118 77,12 

Public Officer lecturer 35 22,88 

Amount 153 100,0 

2. 

Academic functional occupation 

Experts assistant 21 13,73 

Associate 61 39,87 

Head of associate 68 44,44 

Professor 3  1,96 

Amount 153       100,0 

3. 

Working Life 

<10 years 21 13,73 

11– 20years 55 35,95 

21 – 30 years 69 45,10 

>30years 8 5,23 

Amount 153 100 

 

Table 5.2 shows that based on employment status, most of the respondents 77.12% are foundation 

lecturer (non-civil) and 22.88% are public officer of lecturer. This similar with the object of this study is the 

university as a private individual institution lecturer. That's because private university is fully established and 

managed by the community (legal entity foundation) so that the elevation of lecturers into the full authority of 

foundations and government help to give public officer of lecturer in limited amounts in accordance with the 

ability of the government and applicable rules.Based on the functional academic position indicate that 44.44% 

of respondents have a functional lecturer as head of Associate Professor and 39.87% are associate professor. 

This is similar with conditions of respondent average age ranged from 36-55 years. This indicates that the level 

of maturity and experience to be a lecturer is high enough so that if their educational performance and continues 

to evolve in the next 10 years, it is potential to achieve professor.Characteristics of respondents based on 

experience / tenure indicates that 45.10% of the respondents had work experiences ranging at 21-30 years. This 

gives the sense that working life of such compositions, most of which are in the mature work period, with spread 

pattern is no different from the age distribution pattern and functional positions of certified lecturer. This 

indicates that level of experience being a lecturer is quite high then the lecturer can continue to develop their 

knowledge, transfer of knowledge and improve their skills to makes a better performance. 

 

GeSCA Model testing result 

Single Factor Model : The first step before testing the full model will be analyzed first of confirmatory factor 

analysis (CFA) of each latent variable. The aims of CFA model analysis or unidimensional evaluation for each 

variable are to determine the validity and reliability indicators. If the indicator is found with a low loading 

factor, which is worth less than the value of 0.50, it is considered a weak indicator to measure the latent variable 

and will be removed from the model (Igbaria et al, 1997 in Wijanto, 2008). Unidimensional is a necessary 

condition for the analysis of reliability and construct validity (Anderson and Gerbing, 1991 in Ferdinand, 2000). 

Confirmatory factor analysis (CFA) model can be used to check variable unidimensional. In latent constructs 

with a reflexive relationship to be able to use the indicator of goodness of fit index (GFI) to measure the 

feasibility of the model. Minimum expected value for the GFI is 0.90 (Hair, 1995). So that when the results of 

the calculation of GFI 0.90 or it is means that all indicators had acceptable reliability. Hair et al. (2003) 

recommends that the weighted factors above 0.5 indicate a strong validation of an indicator to measure a latent 

variable. 

 

Profile Variables : The actual condition of respondents' perceptions of each indicators that are important to 

consider in reflecting variable can be determined from the descriptive results is mean score. Mean scores will 

give more meaning when compared to the value of loading factor, where loading factor as variation value of 

each indicator has a dominant contribution to reflect or shaping a variable. An important indicator of the actual 

condition of each variable and the indicator can be seen in the following table. 
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Variable Indicators / sub variable Loading 

factor 

Mean 

Motivation (X1) X1.1Achievement 0.730  4.00 

X1.2Reward 0.740  4.04 

X1.3 Occupation 0.587  4.44 

X1.4Responsibility 0.463  4.33 

X1.5 Promotion / Advancement 0.859  3.91 

X1.6Growth 0.830  3.95 

Competence (X2) X2.1Pedagogic Competence 0.101  4.21 

X2.2Professional Competence 0.594  4.25 

X2.3Personality Competence 0.342  4.39 

X2.4Social Competence 0.121  4.35 

Organizational 
Competence (X3) 

X3.1Affective Commitment 0.629  3.10 

X3.2Sustainability Commitment 0.803  3.52 

X3.3Normative Commitment 0.835  3.65 

Lecturer Performance (Y1) Y1.1Education Performance 0.778  4.26 

Y1.2Research Performance 0.553  3.44 

Y1.3Social Community Performance 0.676  3.81 

Y1.4Obligation performance of three duty university 0.811  3.98 

 

Motivation variables (X1) : The first latent variable in this study is motivation variable consists of 6 indicators 

that reflect the variable. Based on the results of the assessment of respondents' motivation variables, using a 

measurement scale of 1 to 5, the obtained mean of the indicator work (X1.3) of 4.44 is significantly higher, the 

largest mean values of the variables of motivation and the next largest is the responsibility indicators (X1.4) 

4.33. While the most dominant indicator in reflecting the motivational variables are indicators of promotion / 

advancement (X1.5) with loading factor of 0.859, furthermore growth indicator (X1.6) with a loading factor of 

0.830. Description result of variables and variable testing of motivation shows that promotion / advancement as 

dominant indicator reflecting the motivational variables, besides other indicators. This means that lecturer 

motivation reflected the strong desire to improve their career / promotion to a higher position. Although 

indicators of promotion / advancement as dominant indicator, but in real perception of the respondents, actually 

indicators of promotion / advancement has 3.91 the lowest mean value. Which meant that the respondent are not 

given the important meaning to the promotion indicators, while the biggest indicators is work itself where the 

respondents more focused to running their job. 

 

Competence Variables (X2) : The second latent variable is a competence variable consists of four sub-

competencies variables. Based on the results of the respondents' assessment, the competence variables, using a 

measurement scale of 1 to 5, thus obtained mean of sub variable personal competence (X2.3) 4.39 is 

significantly higher, the largest mean value of variable competence and the next largest social competence 

(X2.4) of 4.35. While the most dominant sub-variables to form the competence variables are the professional 

competence (X2.2) with a loading factor of 0.594, furthermore personal competence (X2.3) with a loading 

factor of 0.342. Variable descriptions result and competency testing variables shows that the sub-variables of 

professional competence would be dominant variable to form the competence variables, beside another sub 

variable. It means that the competence of a lecturer is formed of strong professional competence in their 

profession. Although the sub-variables of professional competence would be dominant variable, but in the real 

perception of respondent, actually personal competence variables are the greatest mean with 4.39 value, which 

gives the meaning that the respondent are not given the significance meaning toward the professional 

competence where respondent giving the important meaning to the development of competence and social 

competence. 

 

Organizational Commitment variable (X3) : The third latent variable in this study is organizational 

commitment variable consists of three indicators that reflect the variable. Based on the results of the respondent 

assessment toward organizational commitment variables, using a measurement scale of 1 to 5, thus obtained 

mean of the indicator normative commitment (X3.3) are 3.65 which means that significantly high from mean 

value of the variable of organizational commitment and the next largest is sustainability commitments (X3.2) of 

3.52. While the most dominant indicator variables reflect organizational commitment is an indicator of 

normative commitment (X3.3) with a loading factor of 0.835, furthermore indicator of sustainability 

commitments (X3.2) with a loading factor of 0.803. Description of the variables and testing the motivation 

variable results indicate that normative commitment indicator becomes dominant indicator in reflecting the 

organizational commitment variable, beside other indicators. It means that organizational commitment of 

lecturer reflected the strong normative commitment to the college institution. This is reflected that indicators of 

normative commitment has the greatest mean value is equal to 3.65 which gives the meaning that respondents 

gave significance to the indicator in defining normative commitment to the organization's commitment. 
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Lecturer Performance Variables (Y1) : The fourth latent variable in this study is composed of lecturer 

performance variables on 4 indicators that reflect the variable. Based on the results of respondents' assessment 

of lecturer performance variables, using a measurement scale of 1 to 5, thus obtained mean of teaching 

performance indicators (Y1.1) of 4.26 is significantly higher and the largest mean value of the variable 

performance. The next largest indicator of the lecturer performanceis obligation performance of three duty 

university(Y1.4) of 3.98. While the most dominant indicator reflecting the lecturer performance variable also 

obligation performance of three duty university(Y1.4) with a loading factor of 0.811, thus teaching performance 

indicators (Y1.1) with a loading factor of 0.778. Description of the variables and testing the results of lecturer 

performance variables showed that lecturer performance indicators of obligation performance of three duty 

universitiesbecame the dominant indicator reflecting the variable performance of lecturers, in addition to other 

indicators. This means that the performance of a lecturer reflected the strong desire to be actively involved in 

activities / scientific seminars and committees on campus as supporting three duty universities. Although the 

performance indicators supporting three duty universities became the dominant indicator, but the respondents' 

perception of reality is precisely this teaching performance indicators have the highest mean value is 4.26 which 

meant that respondents considered it important to improve and refine the performance of teaching and after the 

new attention to the performance of field investigations three duty universities. While the performance of 

research and community service had received less important attention for most of the lecturers.  

 

Structural Model :In this study, the GeSCA model has four latent variables to examine the relationship 

motivation, competence and  organizational commitment toward performance. Relationship within the latent 

variable and indicators, all variable is reflexive except competencies variable that are formative. The following 

are the results of GeSCA model calculations in Table 5.4 and Figure 5.1. 

 

Relationship Estimate  SE  CR  

MOTIVATION->PERFORMANCE 0.218  0.081  2.70
*
 

COMPETENCE ->PERFORMANCE 0.396  0.073  5.42
*
 

COMMITMENT->PERFORMANCE 0.190  0.087  2.18
*
 

Source: primary data, processed 
    

 
 

Based on Table 5.4 and Figure 5.1 above, the results of the entire test path coefficients in the model 

were significant (CR> 2) with a positive direction. Lecturer performance can be explained by the motivation, 

competence and commitment. 

 

Measurement Model : Measurement models purpose to examine the relationship of each indicator toward 

latent constructs in the structural model. In relation with the indicator construct who have reflexive weighting 

factors will be taken from loadings value. The greatest loading indicator showed that the most powerful latent 

construct form of the indicator. Reflexive indicator showed loading factor are 0.50 or more indicate that the 

indicator has a good validation to measure latent variables.  

Relationship within indicators and construct have formative constructs characteristic the weighting 

factors will be taken from the value of weight. The coefficient on each of the indicators can’t be compared 
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because there are not standard. Latent constructs formed by a significant indicator (CR> 2). Formative 

relationship only exists in relation of lecturer competence. The calculation of value of the square multiple 

correlations (SMC) are only on reflexive indicator. Interpretation of SMC is the magnitude of the contribution in 

the form of latent variable indicators. Here is a table of measurement results of GeSCA models: 

 
Variable  Loading  Weight  SMC  

   Estimate  SE  CR  Estimate  SE  CR  Estimate  SE  CR  

   

MOTIVATION AVE = 0.511, Alpha =0.807  

X1.1  0.730  0.055  13.19* 0.233  0.017  13.84* 0.533  0.077  6.88* 

X1.2  0.740  0.045  16.44* 0.247  0.015  16.54* 0.548  0.065  8.45* 

X1.3  0.587  0.074  7.97* 0.187  0.022  8.66* 0.344  0.086  4.03* 

X1.4  0.463  0.083  5.56* 0.153  0.027  5.66* 0.214  0.075  2.86* 

X1.5  0.859  0.020  41.92* 0.283  0.019  15.16* 0.739  0.035  21.21* 

X1.6  0.830  0.030  27.7* 0.269  0.018  14.6* 0.689  0.049  13.98* 

   

COMPETENCE AVE = 0.000, Alpha =0.857  

X2.1  0  0  0  0.101  0.258  0.39  0  0  0  

X2.2  0  0  0  0.594  0.257  2.32* 0  0  0  

X2.3  0  0  0  0.342  0.220  1.55  0  0  0  

X2.4  0  0  0  0.121  0.228  0.53  0  0  0  

   

COMMITMENT AVE = 0.579, Alpha =0.631  

X3.1  0.629  0.085  7.39* 0.357  0.047  7.53* 0.396  0.089  4.43* 

X3.2  0.803  0.041  19.75* 0.464  0.028  16.71* 0.645  0.064  10.01* 

X3.3  0.835  0.028  29.48* 0.483  0.039  12.32* 0.697  0.047  14.79* 

PERFORMANCE AVE = 0.507, Alpha =0.686  

Y1.1  0.778  0.036  21.67* 0.462  0.051  9.06* 0.606  0.056  10.83* 

Y1.2  0.553  0.083  6.66* 0.195  0.046  4.26* 0.306  0.088  3.47* 

Y1.3  0.676  0.061  11.16* 0.300  0.041  7.35* 0.457  0.080  5.73* 

Y1.4  0.811  0.036  22.24* 0.407  0.034  11.94* 0.658  0.059  11.14* 
 

Based on Table 5.5 above, lecturer motivation variable (X1) is substantially located on progress / 

promotion indicators (X1.5) and growth (X1.6). Both of these indicators have loading factors 0.859 and 0.830. 

Individual motivation of lecturers with strong motivation will be stronger form of progress and growth. Level of 

reliability this indicator in the form of AVE value 0.511 (greater than 0.50) and Cronbach's alpha coefficient 

0.807 (greater than 0.60) is acceptable. Strong motivation created a desire to move forward in the attainment of 

self-promotion and the formation of growth in the form of better skills at this point. Motivation does not much 

contribute to the responsibility (X1.4) due to each individual lecturer tend to be able to complete the task based 

responsibilities. So to measure the motivation of lecturers, the main indicator is the advancement / promotion 

and growth. Variable competence of lecturers (X2) is substantially more predictable by professional competence 

(X2.2) and personal competence (X2.3). Both of these indicators had a coefficient of 0.594 and 0.342. 

Individual lecturer with the ability of deep course material, ability to design and implement the program, wise 

personality, mature, able to provide role models for students is some powerful stuff to predict lecturer 

competence. Level of reliability that is both formative indicators can only be measured by Cronbach alpha 

coefficient 0.857 (greater 0.60) and classified as acceptable. So to measure the competence of lecturers, the 

main indicator used is the professional competence and personal competence. 

 

Organizational commitment variable (X3) is substantially located on normative commitment (X33) and 

sustainability commitment (X32). Both of these indicators have a loading factor value are 0.835 and 0.803. 

Lecturer with a strong organizational commitment will establish normative commitment and sustainability 

commitment better. Level of reliability of this indicator in the form of 0,579 AVE values (greater 0.50) and 

Cronbach's alpha coefficient 0.631 (greater 0.60) is acceptable. Strong organizational commitment will lead to a 

sense of loss, when having to leave their college and will have a great loyalty. Organizational commitment is not 

much contribute to affective commitment (X31) due to each individual lecturer will always involve themself 

emotionally in the organization. So to measure the organizational commitment of lecturers, the main indicator 

used is the normative commitment and sustainability commitments.  

Performance variables (Y1) are substantively located on education and teaching indicator (Y11) and 

supporting professional lecturer (Y14). Both of these indicators have loading factor value of 0.778 and 0.811. 

Lecturers with good performance will have more ability in teaching and involvement in supporting their 
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profession. The reliability level of fourth indicator with AVE value0.507 (greater than 0.50) and Cronbach's 

alpha coefficient 0.686 (greater than 0.60) is acceptable. Lecturer with good performance will form the ability to 

educate and teach better along caused high involvement to engage in various professional activities. 

Performance is not much contribute to the research (Y12) due to each individual lecturer tend to be able to 

complete the task in accordance responsibilities. So to measure the performance of the lecturer, the main 

indicator used is teaching and supporting professional lecturer. 

 

Hypothesis Testing : In this study has five hypothesis, the first four hypotheses related to the direct effect, 

while the fifth hypothesis states alleged that the award system will moderate the relationship of performance and 

job satisfaction. The following are the results of tests on the fifth hypothesis.  

 

H1: The higher motivation of lecturers will improve performance of lecturer 

Path coefficient 0.218 (CR = 2.70) from motivation to the performance of lecturer is significant with a 

positive direction. Lecturer with higher motivation will have a better performance, so that the hypothesis H1 is 

accepted in.  

 

H2: The better competence of lecturers will improve performance of lecturer 

Path coefficient 0.396 (CR = 5.24) from competence to the performance of lecturer is significant with a 

positive direction. More competent lecturers will have better performance, so that hypothesis H2 is accepted.  

 

H3: The stronger organizational commitment of lecturers will improve performance of lecturer 

Path coefficient 0.191 (CR = 2.06) from organizational commitment to the performance of lecturer is 

significant with a positive direction. Performance of lecturer will increase if lecturers have better organizational 

commitment, so the hypothesis H3 is acceptable. 

 

V. DISCUSSION 
From hypothesis testing result, the researchers can examine the influence of each variable in this study 

are as follows:  

 

The Effect of Motivation on Performance (X1       Y1) 

From the results of testing the first hypothesis, the path coefficient 0.218 (CR = 2.70) from motivation 

to the performance is significant with positive direction. It means that the first hypothesis, which states the 

higher motivation of lecturers will improve the performance of certified lecturer is acceptable. Path coefficient 

is positive,it means that in theoretically the influence of work motivation on performance is same direction. This 

indicates that the lecturer who have high motivation to work, have better performance. Otherwise, lecturer who 

has low work motivation, then performance will be lower / down. 

 

Finding of the result in this study is supported by Newstrom and Davis (1997: 117) that performance is 

a function of ability (abilities) and motivation. Performance appraisal involves the determination of the level of 

individual contribution or performance expressed in the completion of the tasks which they are responsible. 

These results are also consistent with Tekinkus Karatepe (2006), Anderson and Butzin in As'ad (2001: 62) states 

that internal motivation can affect significantly the performance of employees. Findings from this study also 

support the results from Orpen (2001) which states that motivation has a different role in to influence employee 

performance. This effect is moderated by personal control. These results are also consistent with the results of 

Kustiningsih (2007) who concluded that the employee activities in completing the work is necessary to get the 

motivation / encouragement to be able to work effectively and efficiently. The most important factors that have 

an influence motivation are personal needs, goals and perceptions of the person or group concerned. This means 

that if the employees like their work, they assume that the task was challenging, then they will to carry out their 

work with enthusiasm. This means that with high motivation performance will be achieved.  

 

The findings of the study is also consistent with the opinion of McClelland, Murray, Miller and Gordon 

in the Mangkunegara (2005: 20) based on the results of the study concluded that there is a positive relationship 

between motivation and achievement. It means that employees who have high motivation tend to have adequate 

high job performance and job performance instead they are low due to low motivation. Furthermore McClelland 

in AREP and Cape (2004: 93) says that the achievements are a source of motivation. The higher level of 

motivation could increase job performance. Thus, these findings can be accepted as true, because if any 

professors who are motivated to achieve the performance, then the performance will be better. The findings of 

the study is also consistent with the results of the study Burdahyat (2009) stated that the results of their research 

motivation nurses in the General Hospital of Sumedang is low, so affected on nurses performance. This means 
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that this study showed a significant relationship between the variables of motivation and performance, thus 

supporting the relationship between two variables. Significant relationship between these two variables, then if 

increased motivation will improve the performance and vice versa. 

 

The Effect of  Competence on Performance (X2       Y1)  

From the results of testing the second hypothesis, the path coefficient 0.396 (CR = 5.24) from 

competence of lecturers on performance is significant with a positive direction. Means the second hypothesis, 

which states that better competence of lecturers will improve the performance of lecturer is acceptable. Path 

coefficient are positive, it means that in theoretically the influence of competence on performance is same 

direction. This indicates that the more competent lecturers will have better performance. In contrast, less 

competent lecturers will have poor performance. 

 

The results are consistent with Pitoyo, 2000 (in Amelia 2009) indicating that the appearance of a nurse, 

the ability of nurses, nurse motivation nurses and leadership style associated with the performance of nurses in 

implementing public health care at the health center, district of Semarang regency. This means that there is a 

relationship between ability and performance variables at the health center, so this study supports the 

relationship between the two variables. This finding is also similar with Mulyana (2005) results of the analysis 

indicate that there are positive relationships between employee capabilities, organizational climate, and 

motivation with high quality of health care, tend to be followed by the creation of a better service quality in the 

District General Hospital Semarang. This means that there is a positive direction and a significant relationship 

between ability and performance on the object of this study, thus supporting the relationship between the two 

variables. These findings are also consistent with the findings Kolz et al. (1998), that ability is the most 

important determinant of performance and effect stable over time.. However, this result is not consistent with 

the results of Schneider (1977)in Chow (1986) who argues otherwise is not required when automation 

capabilities occur. The ability of individuals do not mean when routine by the machine has occurredand then the 

ability will still be required to operate the machine, so that doesn’t occur more often of human error 

 

The Effect  of Organizational Commitment on Performance (X3   Y1) 

From the results of testing the third hypothesis, the path coefficient 0.191 (CR = 2.06) from 

organizational commitment on performance is significant with positive direction. Means that the third 

hypothesis, which states that stronger organizational commitment will improve the performance of certified 

lecturer are acceptable. Path coefficient is positive, it means that in theoretically the influence of organizational 

commitment on performance is same direction. This indicates that lecturer who has a strong organizational 

commitment can increase performance. Otherwise, lecturer who has weak committed organizationally could 

decrease performance. As a result of the findings, this research similar with Darwito (2008), the research results 

indicate that there is positive effect of organizational commitment on employee performance. This means that if 

you see these studies specifically on the relationship organizational commitment and performance variables, 

then there is a positive and significant relationship. In addition, this study is also in line with Burton (2002), 

Jaramillo, et al (2005), and Sudiro (2008), which states that organizational commitment was related to 

organizational performance. However, in contrast with Yiing and Zaman (2009) found that organizational 

commitment does not significantly affect the performance. Thus Both Steers (1977) and Wiener and Vardi 

(1980) concluded that organizational commitment has no apparent relationship to performance. 

 

Limitations of Research 

Based on the findings in this study, it was realized that it is not able to provide a comprehensive answer 

to the problems discussed. The results of this study still have limitations in terms of:  

[1] The scope of this study not cover all private universities in East Java, but only for private colleges 

accredited study programs in the region VII East Java. Though there are many lecturer who are already 

certified are also measurable factors that affect the performance and work satisfaction is not a 

respondent in this study because they are not in accredited program.  

[2] In the process of implementing the deployment of questionnaires to the respondents, the researcher is 

rather difficult to be able to meet in person and conduct in-depth interviews with respondents. Therefore 

in some majors, researchers disseminate questionnaires through the head of department head and 

interview with head of department. Deployment questionnaire through this department head allows the 

biased perception of the respondents to the questionnaire that are given. 

[3] This study is a moment that is only when distributed questionnaires can’t be recognized continuously 

changes the performance of a certified lecturer, therefore these results can’t be generalized as motivation 

variable relationship, competence and organizational commitment to performance in the long run. 
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VI. CLOSING 
Conclusion : Based on the background of the problem, problem identification, the purpose of the study, 

hypothesis, hypothesis verification and discussion that has been done, then following conclusions may be drawn 

up:  

[1] Motivation has significantly positive can effect on the performance of certified lecturers in private 

universities in East Java. This indicates that the certified lecturer who has high motivation, it will be have 

better performance. Otherwise, lecturer who has low work motivation, then performance will be lower / 

down. 

[2] Competence has significantly positive can effect on the performance of certified lecturers in private 

universities in East Java. This indicates that better competence of lecturers will increase performance. In 

contrast, less competent lecturers will have a poor performance. 

[3] Organizational Commitment has significantly positive effect on the performance of certified lecturers in 

private universities in East Java. This indicates that lecturers with high organizational commitment will 

have higher performance. Conversely, lecturer with low organizational commitment, then the 

performance will decrease.  

 

Suggestions 

Based on the conclusions that have been made in this study, then delivered the following suggestions: 

[1] For the future research is expected that the results of this study can be useful to use as a reference for the 

study with the same objects but variables and indicators are more refined. 

[2] For further research is expected to expand its scope not only in accredited study programs, but covering 

the whole entire private college in East Java. 

[3] Assessment of the variables of motivation, competence, organizational commitment becomes more 

attractive for development on the other as the research object Vrooms theory development, considering the 

fact that a significant effect on performance variables of lecturer. 

[4] Through performance and organizational commitment variable is very interesting to be conducted further 

research, especially to see the effect of alternating (reciprocal) thus enriching subsequent studies. 
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