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The main objective of this study is to develop a model for improving
in-role performance of lecturers by examining the linkage between
psychological empowerment and job involvement on lecturers’ in-role
performance both direct and indirect through effort at private
universities in South Sulawesi, Indonesia. The sample size for the study
comprised 307 who already possessed professional lecturer certificates
from 20 private universities in South Sulawesi. Data were processed
using the Partial Least Square (PLS)-Structural Equation Modeling

(SEM). Results of data analysis confirm the hypotheses drawn from the
literature. Consistent with other studies, the results of this study
confirm that psychological empowerment, job involvement and effort
positively and significantly influence in-role performance.
Furthermore, effort positively and significantly mediates the
relationship  between psychological empowerment and in-role
performance. However, effort does not mediate the relationship
between job involvement and in-role performance.

Copy Right, 1JAR, 2019,. All rights reserved.

Introduction:-

Constitution of the Republic of Indonesia Number 12 of 2012 concerning Higher Education states that Universities
as part of the national education system have a very large and strategic role in developing human resources and
increasing national competitiveness. Lecturers as part of the universities’ human resources, are the implementer of
the Tridharma of Higher Education (teaching, research and community services) should have superior quality so that
the strategic and large role can be run as expected.

A high quality lecturer is one of the factors that have an important role in contributing to the achievement of the
vision, mission and goals of a university. Therefore, every lecturer is required to always improve themselves and
improve their performances regardless of the various obstacles they faced. Lecturer performance is a form of human
resource actualization, so ideally a professional lecturer must show good performance.

One of the classic problems of higher education in Indonesia is the qualifications of lecturers who have not met the
requirements, namely a minimum of master degree and also the number of doctorate graduates who are still very
lacking. Law of the Republic of Indonesia Number 14 of 2005 concerning Teachers and Lecturers requires that a
lecturer must possess a master degree. But the facts show the opposite. Based on data from Ministry of Research,
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Technology and Higher Education of the Republic of Indonesia, outof a total of 8,859 lecturers
there are still lecturers who still hold a Bachelor degree which are 2,203 people (24.87%) , 5,849 people hold
Masters degrees (66.02%) and only 807 people hold Doctoral degrees (9.10%) . While a minimum of 25 percent of
doctorate degree is needed in order to improve the quality of higher education (Dhani, 2017).

The low qualifications of lecturers will affect the performance of lecturers. Safari (2015) revealed that lecturer
qualifications, one of which is indicated by diploma ownership, educational background, knowledge and skills and
work experience, contribute significantly to the performance of lecturers.

Table 1:-Number of research and community services grants of private lecturers in South Sulawesi (DIKTI
FUNDS)

Year Research Community Service
2018 408 169
2017 474 143
2016 341 187
2015 404 145

Source: LLDIKTI Area IX (2018)

Based on table 1 above, it appears that the number of research grants conducted by individuals and groups of private
lecturers in South Sulawesi - which is one indicator of lecturer performance - shows that the number of studies is
still very low. Data from the last four years shows that there is still a lack numbers of South Sulawesi’ lecturers who
receive research funding from the Directorate of Research and Community Service. The community service
activities carried out by private lecturers in South Sulawesi in the last four years also show conditions that are far
from encouraging.

Various problems faced by the lecturers above can be caused by external and internal factors (Uwes, 2003). To
better understand the problems of the lecturer, a study needs to be held mainly related to internal factors, in this case
the job attitude of the lecturer. Although job attitudes are assumed to be related to the in-role job performance, the
results of past research in general have not shown a consistent relationship. The job attitude referred to in this study
is psychological empowerement, work involvement and effort. The results of different studies indicate
inconsistencies from the relationship between job attitudes and in-role job performance.

One of the main focuses of job attitudes in this research is psychological empowerment. In the last decade, the
concept of psychological empowerment towards academics and staff began to be known in the context of higher
education (Ahadi & Suandi, 2014). This is due to its benefits for academics, staff and also universities (Short &
Johnson, 1994). Psychological empowerment involves the beliefs of lecturers about the meaning of their work, the
ability to do their jobs well, beliefs in self-determination and their autonomy in influencing work outcomes
(Spreitzer, 1995).

At present, the results of the studies of the relationship between psychological empowerment and in-role
performance are inconsistent. For example, Liden et al. (2000) used a four-dimensional structure of the scale of
psychological empowerement developed by Spreitzer (1995) to study how the four dimensions influence in-role
performance, and found that self-efficacy had a significant positive impact on in-role performance. However,
Dewettinck, et al. (2004) found that psychological empowerement can improve employee job satisfaction, but the
impact on in-role performance is not clear.

Likewise, the results of studies that examined the relationship between job involvement and performance also
showed inconsistent results. In general, job involvement is considered to have an important influence on individual
and company performance results (Lawler, 1986), but the results of Brown's (1996) meta-analysis study show that
work involvement does not stimulate the level of significance of employee performance directly. In contrast,
empirical studies from Blau (1993); Brown and Leigh, (1996) and Gardner, et al., (1989), found a positive
relationship between work involvement and performance. Brown and Leigh (1996) state that work involvement is
more likely to influence performance indirectly through other variables, such as effort .
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The basis for this study is some contradictions of: concepts, understanding, focus of study, and results of past
research on the influence of job attitudes on in-role performance with effort as a mediator. Lloyd (2008) emphasized
in the implications of his study that effort has a significant role in the domain of performance. According to him, the
development of performance theory will get benefits by including effort, and in-role performance. Benefit of effort
is because this construct is not specific to a particular job but applies to each role (Morrison, 1994). Efforts are often
associated with productivity and are increasingly being used as leverage points in HRD interventions (Shuck, Reio
JR, and Rocco, 2011).

Although Brown and Leigh (1996) included variable effort as a mediation of performance, the study included only
one job attitude, namely job involvement. Suryaman’s study (2018) which examined the relationship of leadership,
motivation, job satisfaction, and organizational commitment to the performance of private lecturers in Banten
Province did not include effort into the research model. Therefore, this study differs from previous studies, because
it integrates two work attitudes (psychological empowerment and work involvement) which are most often
considered inthe similar studies. Thus, this study that considers how psychological empowerment and job
involvement effect in-role performance which mediated by effort is the first time done, especially in the context of
private universities in Indonesia.

Literatur Review

Psychological empowerment

The concept of empowerment in the 1990s was used in various fields of study such as psychology, management,
business, health, community and education. Empowerment is a construct that can be used in various fields, such as
economics, management, education and psychology, community development, and social movement studies.

Conger and Kanungo (1988) define empowerment as a process to increase feelings of self-efficacy among
organizational members by identifying and eliminating conditions that foster powerlessness, both by the practice of
formal organizations and informal techniques in providing information related to efficacy. According to Echiejile
(1994), empowerment helps employees to have control over their responsibilities with sufficient confidence in
carrying out their duties at work.

Short and Rinehart (1992) focus on identifying components of empowerment in educational institutions with the aim
of developing appropriate instruments for participants in empowerment in educational institutions. As identified by
Thomas and Velthouse (1990), psychological empowerment consists of four cognitions, namely, impact,
competence, decision making and meaning. However, because the educational context differs from business, Short
and Rine Hart (1992) propose psychological empowerment in the context of education. They explained
that psychological empowerment in the context of education depends on six dimensions. These dimensions are
autonomy, professional growth, status, self-efficacy, impact, and decision making.

The main assumption of empowerment theory is that empowered individuals or groups must have better
performance than those who are relatively less empowered (Thomas & Velthouse 1990). Thomas & Velthouse
(1990) specifically argue that empowered individuals should show proactive behavior characterized by flexibility,
initiation, endurance, and perseverance. From this motivational perspective, the relationship between empowerment
and performance is increasingly evident. Therefore, the theoretical expectation that psychological empowerment
leads to high performance is reasonable.

Academics who have control over their teaching and are active in decision-making processes related to curricular,
instructional and organizational issues generally consider themselves empowered (Short & Johnson, 1994; Hawks,
1999). Academics in higher education need high autonomy (Moses, 2007). This autonomy arises from social
contracts and in higher education, academics gain this autonomy through academic freedom, peer review, and joint
governance. This autonomy also increases job satisfaction, effectiveness and performance (Phillips, et al. 2010). In
addition, performance can be improved when academics are given autonomy over how their work must be
completed (Miller & Monge, 1986).

Job Involvement

The concept of job involvement was first introduced by Lodahl and Kejner (1965), and received a lot of attention
because it was in the field of organizational behavior and work psychology. Job involvement can be described as
the extent to which a person's performance influences his self-esteem (Lodahl and Kejner, 1965). Job involvement is
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the internalization of values about the goodness of work or the importance of work in the individual. With a higher
level of job involvement, individuals will spend more time and effort on their work.

Robbins and Judge (2013) define job involvement as the level at which a person identifies himself with work,
participates actively in it, and considers performance important for self-esteem. Paullay, et al., (1994) define job
involvement as the extent to which a person is cognitively busy, involved, and concerned with his current
job. Kanungo (1982) defines job involvement as an individual commitment or someone's psychological
identification with his work. Job involvement is how individuals see their work as a relationship with the work
environment, the work itself and how their work and life mix. This definition implies that employees who are very
involved in their work will see work "as an important part of their self-concept™ (Lawler and Hall, 1970), and that
work defines one's self-concept on a large scale (Kanungo, 1982).

Employee job involvement is estimated to have a significant impact on various important organizational
outcomes. Regarding performance, Brown (1996) argues that employee work behavior must be categorized as a
consequence of job involvement, and hypothesizes that job involvement influences employee motivation and effort
which then determines performance.

Studies conducted by Hettiararchchi & Jayarathna (2014) prove that there is a positive relationship between job
involvement and in-role performance. In line with Hettiararchchi & Jayarathna (2014), a study conducted by
Chughtai (2008) reaffirms that job involvement is an important determinant of individual performance. Chughtai
(2008) in his study of lecturers in Pakistan proved that lecturers with a high level of involvement in their work
tended to produce higher performance.

Effort

Conceptually, effort is often considered the same as motivation For example, motivation is defined as a number of
efforts devoted to work-related tasks (Campbell and Pritchard, 1976; Steers et al., 2004). But a more meaningful
explanation then appears that distinguishes motivation from effort. Motivation is considered to represent the
psychological state or tendency of individuals in relation to choices involving direction, intensity, and constancy of
behavior. The effort represents strength, energy, or activity in which work is carried out.

Lloyd (2008) defines effort as a voluntary effort issued by employees that is above the minimum level of effort
needed to maintain employment and is directed towards organizational goals. Effort is defined as the level of
intensity of time and work commitments that individuals are dedicated to achieving performance (Brown & Leigh,
1996). In the proposed model, effort mediates the relationship between job attitudes and job performance. Several
studies have supported the relationship between effort and performance (eg, Blau, 1993; Brown & Leigh, 1996;
Gardner, Dunham, Cummings & Pierce, 1989). Brown & Peterson (1994) in his research proved that effort has a
significant positive effect on performance.

Kinerja Dosen

Borman & Motowidlo (1997) explained that performance refers to employee activities related to the main formal
role of employees. Performance is defined as all behaviors needed in completing work responsibilities (Williams &
Anderson, 1991).

Performance is an important factor that influences organizational performance. In the context of education, the
performance of lecturers has a strategic role and is the main factor that determines student performance and
ultimately the performance of universities (Sukirno, 2011). Kingdon and Teal (2007) state that teachers are central
actors in the learning process that takes place at school. Studying the factors that influence the performance of
lecturers at higher education institutions from various settings is very useful not only to enrich and refine the theory,
but also to develop recommendations in order to improve the quality of higher education institutions.

The study by Fah and Osman (2011) for example, in assessing the overall performance assessment of lecturers, they
use two dimensions: effective and the best educators. Similarly Halim (2009) in measuring the performance of
lecturers in universities that adopt an objective approach. Halim (2009) noted that the performance of lecturers at
universities is often based on three main objectivity of their professional responsibilities (Tridharma of Higher
Education), namely education and teaching assignments, research assignments, and community service
assignments. From the description above, the lecturer performance referred to in this study is the work of the
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lecturer related to activities related to his main formal role as a lecturer. The activity in question is related to the
implementation of the Tridharma of Higher Education.

Psychological Empowerment — Effort

The organization influences the effort of work through motivation, and effective motivation is achieved through
handling individual needs and goals positively, namely by giving extrinsic or intrinsic rewards; which in turn affects
effort in work (Evans, et al., 2002). Empowerment can be seen as a motivational process. Effects that can be
explained by psychological theory such as the theory of self-efficacy. Self-efficacy as a motivation theory was
developed by Bandura (1977 ) who proposed that people who have a perception of self-efficacy and higher self-
esteem usually have higher standards and performance goals, show a more positive work attitude and issue effort
that greater for completing challenging tasks.

There are not many studies that explore the relationship between psychological empowerment and effort of
employees. Moreover, there have been no studies that analyze the influence of psychological empowerment on
effort in the context of higher education. The study of Durrani, et al (2017) only tests some dimensions of
psychological empowerment, namely meaning, competence and impact where the results have a significant positive
relationship with effort, but the self-determination dimension is not related to effort.

H1. There will be a positive and significant relationship between psychological empowerment and effort

Psychological Empowerment — In-role performance

Empowerment is related to the freedom to act and have the opportunity to be responsible for the results of
performance, the availability of necessary resources, compensation for expected mistakes, commitment and
collaboration in the process of success of the employee itself and the success of others (Duvall,
1999). Organizational members who have flexibility and control in decision making tend to feel satisfied with life
outside of work. Employees who believe in their ability to complete work-related tasks tend to have fewer doubts
about themselves and their work, which increases in-role performance (Liden, et al., 2000; Stajkovic & Luthans,
1998)

Academics who have control over teaching and are active in decision-making processes related to curricular,
instructional and organizational issues, generally consider themselves empowered (Short & Johnson, 1994; Hawks,
1999). Academics in higher education need high autonomy (Moses, 2007). This autonomy arises from social
contracts and in higher education, academics gain this autonomy through academic freedom, peer review, and joint
governance. This autonomy also increases job satisfaction, effectiveness and performance (Phillips, et al. 2010). In
addition, in-role performance can be improved when academics are given autonomy over how their work must be
completed (Miller & Monge, 1986).

H2. There will be appositive and significant relationship between psychological empowerment and in-role
performance

Job Involvement — Effort

The concept of job involvement was first introduced by Lodahl and Kejner (1965), and received a lot of attention
because it was in the field of organizational behavior and work psychology. Job involvement can be defined as the
extent to which a person’s performance influences his self-esteem (Lodahl and Kejner, 1965). With a higher level of
job involvement, individuals will spend more time and effort on their work. As discussed earlier, Brown and Leigh
(1996) found that job involvement is positively related to job performance through effort. In another study, Brown
(1996) developed a theoretical framework related to antecedents, correlations and consequences of work
involvement. From the study, Brown concluded that the relationship between job involvement and work behavior
(such as performance, absenteeism, and turnover) was generally weak. Only one combination shows significant
results, namely the relationship between work involvement and effort.

H3. There will be a positive and significant relationship between job involvement and effort
Job Involvement — In-role Performance

Employee job involvement is estimated to have a significant impact on various important organizational
outcomes. Regarding in-role performance, Brown (1996) argues that employee work behavior must be categorized
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as a consequence of work involvement, and hypothesizes that work involvement affects employee motivation and
effort which then determines performance.

A recent study conducted by Hettiararchchi and Jayarathna (2014) shows that there is a positive relationship
between work involvement and in-role performance. In line with Hettiararchchi and Jayarathna (2014), a study
conducted by Chughtai (2008) reaffirms that work involvement is an important determinant of individual
performance. Chughtai (2008) in his study of lecturers in Pakistan proved that lecturers with a high level of
involvement in their work tended to produce higher performance.

H4. There wil be a positive and significant relatiponship between job involvement and in-role performance

Effort— In-role Performance

Effort is defined as the level of intensity of time and work commitments that individuals are dedicated to achieving
performance (Brown and Leigh, 1996). In the proposed model, effort mediates the relationship between work
attitudes and job performance. Several studies have supported the relationship between effort and in-role
performance (for example, Blau, 1993; Brown & Leigh, 1996; Gardner, et al, 1989).

Lai and Chen (2012) conducted a study that focused on characteristics (self efficacy and effort) and how these
variables affected performance (in-role performance, job satisfaction, and turnover intention). The results of data
processing prove that 1) Self-efficacy has a positive effect on in-role performance; 2) self-efficacy has a positive
impact on job satisfaction; and 3) effort relates to postal and in-role performance. Brown & Peterson (1994) in his
research proved that effort has a significant positive effect on employee performance.

H5. There will be a positive and significant relationship between effort and in-role performance

Psychological Empowerment — Effort — In-role Performance

The results of the Chiang & Hsieh (2012) study show that when employees exert effort, give extra attention and
effort beyond their job description, then at that time the human and capital resources used are most
effective. Therefore, improving the psychological state and social environment of the entire organization can
improve overall employee performance. In other words, if more behavior starts on its own, employee performance
increases.

It is logical to expect that effort, initiative, concentration, and perseverance will increase when employees feel
empowered (Conger & Kanungo, 1988; Thomas & Velthouse, 1990). In addition, previous studies have shown that
the constructs related to effort have a positive relationship with psychological empowement, including in-role
performance (Bartram and Casimir, 2007; Hechanova et al., 2006).

According to Janssen (2004), psychological empowement can be seen as a way to stimulate an individual's
commitment to an organization, because this leads to a match between work roles and personal value
systems; confidence in the individual's ability to work well, which in turn encourages him to exert more
effort; broader participation in decision making; and performance contributions to form an organizational system
with greater impact.

H6. Psychological empowerment will have a positive and significant effect on in-role performance through effort

Job Involvement — Effort — In-role Performance

Generally it is believed that the influence of positive job involvement on employee motivation and effort leads to
higher in-role performance (Brown, 1996). Some previous studies indicate support for these claims. Research from
Brown and Leigh (1996) for example, in their study found that job involvement has a direct and indirect effect on
performance through effort. More specifically, they found that a simple but statistically significant relationship
between job involvement and performance became insignificant when effort was included in the model where this
indicated a mediating effect of effort on the relationship between job involvement and in-role
performance. Rabinowitz and Hall (1977) emphasize that job involvement increases as a result of an increase in
satisfaction in work, and in turn, the more involved a person is, the greater the effort that he will spend in doing his
work. This shows the mediating effect of the effort on the relationship. In addition, employees who psychologically
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identify with work are more likely to show hard effort at work, and this extra effort increases the likelihood that they
will perform well and get rewards (Kanungo, 1982; Lawler & Hall, 1970).

H7. Job involvement will have a positive and significant effect on in-role performance through effort

Methodology:-

Sample

Proportionate stratified random sampling was used in collecting data from 307 lecturers who already possessed
professional lecturer certificates from 20 private universities in South Sulawesi.

Data

Data were collected using questionnaires distributed to 425 professional private lecturers by handing it personally,
via email, and google form. There were 342 returned questionnaires that filled properly, but the questionnaires
processed in this study amounted to 307 considering that the amount was in accordance with the minimum number
of samples required in this study. Data were processed using the Partial Least Squares Structural Equation Modeling
(PLS-SEM). Both primary and secondary data have been used for the study. Thus, a selected sample of private
lecturers is the primary source of data. Secondary data were collected from the various reports, magazines, journals
and official files of the organization.

Measures

1. Instruments containing closed-ended questions have been used as a tool to extract information keeping in mind
the objective and design of study.

2. Psychological empowerment

3. Scale to measure psychological empowerment used an adaptation of Short and Rinehart’s (1992) scale for
educational context. This scale was built based on six dimensions: professional growth, impact, status, self-
efficacy, autonomy, and decision making.

4. Job involvement

5. For measuring job involvement, a 15-item scale based on Yoshimura’s (1997) multi-dimensional concept has
been used. This concept consists of three dimensions: emotional job involvement, cognitive job involvement,
and behavioral job involvement.

6. Effort

7. Effort was measured using a 9 item-scale scale that adopted from Lloyd’s (2008) Discretionary Effort Scale.

Results:-

Outer Model

Convergent validity is tested by using the value of outer loading or loading factor. Indicators are stated to meet
convergent validity if the value of outer loading> 0.7. According to Chin (1998) the value of outer loading between
0.5 - 0.6 is considered sufficient to meet the convergent validity requirements. In the first test, there were two items
that were below 0.5, namely X2.3 (0.223) and Y2.6 (0.255) so that the two indicators were not included in the
second stage of test. Results of outer loading from the second stage test results can be seen in Table 1.
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PE (X1) Loading Factor p-value Effort (Y1) Loading Factor p-value
X1.1 0.576 = 0.001 Y1.1 0.617 = 0.001
X1.2 0.533 = 0.001 Y1.2 0.692 = 0.001
X1.3 0.639 = 0.001 Y1.3 0.583 = 0.001
X1.4 0.614 = 0.001 Y1.4 0.588 = 0.001
X1.5 0.503 <= 0.001 Y1.5 0.604 = 0.001
X1.6 0O.510 = 0.001 Y1.6 0.573 = 0.001
X1.7 0.578 = 0.001 Y1.7 o0.694 = 0.001
X1.8 0.615 = 0.001 Y1.8 0.709 = 0.001
X1.9 0.605 <= 0.001 Y1.9 0.703 = 0.001
X1.10 0.629 <= 0.001 IRP (Y2) Loading Factor p-value
X1.11 0.515 < 0.001 Y2.1 0.577 = 0.001
X1.12 0.561 = 0.001 Y2.2 0.634 = 0.001
X1.13 0.609 <= 0.001 Y2.3 o0.547 = 0.001
X1.14 0.534 = 0.001 Y2.4 0.646 = 0.001
X1.15 0.535 = 0.001 Y2.5 0.663 = 0.001
Jl (X2) Loading Factor p-value Y2.7 0.638 <= 0.001
X2.1 0.681 = 0.001 Y2.8 0.608 = 0.001
x2.2 0.739 = 0.001 Y2.9 0.648 = 0.001
X2.4 0.732 = 0.001
X2.5 0.691 = 0.001
X2.6 0.658 = 0.001
X2.7 0.681 = 0.001
X2.8 0.608 = 0.001
X2.9 0.578 = 0.001

As for discriminant validity , an indicator is stated to fulfill discriminant validity if the value of the cross loading
indicator in the variable is the biggest compared to the other variables. Based on data processing, each indicator in
the research variable has the largest cross loading value compared to the cross loading value in other variables.
Therefore it can be stated that the indicators used in this study have good discriminant validity in compiling their
respective variables (see table 2).

Tabel 2:-Cross Loading

PE (X1) Jl (X2) Effort (Y1) IRP (Y2)
X1.1 0.576 0.306 0.377 0.295
X1.10 0.629 0.479 0.304 0.359
X1.11 0.515 0.313 0.364 0.297
X1.12 0.561 0.327 0.296 0.23
X1.13 0.609 0.476 0.309 0.283
X1.14 0.534 0.309 0.262 0.16
X1.15 0.535 0.316 0.335 0.162
X1.2 0.533 0.237 0.215 0.218
X1.3 0.639 0.338 0.391 0.326
X1.4 0.614 0.351 0.349 0.276
X1.5 0.503 0.348 0.311 0.267
X1.6 0.51 0.435 0.293 0.276
X1.7 0.578 0.443 0.32 0.287
X1.8 0.615 0.366 0.332 0.296
X1.9 0.605 0.499 0.311 0.278
X2.1 0.473 0.681 0.38 0.36
X2.2 0.514 0.739 0.417 0.363
X2.4 0.476 0.732 0.448 0.357
X2.5 0.449 0.691 0.351 0.33
X2.6 0.347 0.658 0.395 0.336
X2.7 0.391 0.681 0.378 0.353
X2.8 0.434 0.608 0.536 0.36
X2.9 0.397 0.578 0.347 0.268
Y11 0.208 0.271 0.617 0.313
Y12 0.292 0.311 0.692 0.303
Y13 0.263 0.384 0.583 0.343
Y14 0.329 0.454 0.588 0.304
Y15 0.417 0.392 0.604 0.309
Y16 0.37 0.408 0573 0.301
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Y1.7 0.413 0.423 0.694 0.422
Y1.8 0.459 0.432 0.709 0.38
Y1.9 0.425 0.422 0.703 0.318
Y21 0.296 0.345 0.245 0.577
Y2.2 0.356 0.343 0.313 0.634
Y23 0.327 0.341 0.315 0.547
Y2.4 0.298 0.332 0.33 0.646
Y25 0.264 0.303 0.382 0.663
Y2.7 0.264 0.289 0.337 0.638
Y2.8 0.29 0.224 0.255 0.608
Y2.9 0.271 0.339 0.392 0.648

In addition to observing the value of cross loading, discriminant validity can also be revealed through other methods,
namely by looking at the value of Average Varied Extracted (AVE) for each indicator, the value must be > 0.5 for
good models (Fornell and Larcker, 1981).

Table 3:-Average Variant Extracted (AVE)

Variabel AVE
Psychological Empowerment (X1) 0.527
Keterlibatan Kerja (X2) 0.553
Effort (Y1) 0.513
In-role Performance (Y2) 0.586

Based on the data presented in the table 3 above, it is known that the value of AVE psychological empowerment, job
involvement, effort and in-role performance > 0.5. Thus it can be stated that each variable has good discriminant
validity.

Composite reliability is used to test the reliability of indicators on a variable. A variable can be declared to meet
composite reliability if it has a composite reliability value > 0.6 (Ghozali, 2014). Reliability tests with composite
reability can be strengthened by using the cronbach's alpha value. A variable can be declared reliable or meets
cronbach's alpha if it has a cronbach's alpha value > 0.7. The following is composite reliability and cronbach's alpha
from each variable:

Table 4:-Composite Reliability and Cronbach's Alpha

Composite Reliability | Cronbach's Alpha
Effort (Y1) 0.863 0.821
In-Role Performance (Y2) 0.834 0.772
Keterlibatan Kerja (X2) 0.868 0.826
Psychological Empowerment (X1) 0.879 0.853

Based on the data in table 4 above, it can be seen that the composite reliability value of all research variables > 0.6.
These results indicate that each variable has met composite realibility. This is supported by the value of Cronbach's
alpha from each study variable > 0.7. Thus these results can show that each research variable has met the
requirements of the Cronbach's alpha value, so it can be concluded that the overall variable has a high level of
reliability.

Inner Model

The path coefficient is used to show how strong the effect or influence of the independent variable is on the
dependent variable. Based on the results of the bootstrapping test (figurel), it can be explained that the greatest path
coefficient value is indicated by the effect of job involvement on effort amounting to 7.477. Then the second biggest
influence is the influence of psychological empowerment on effort amounting to 5,279. Followed by the influence of
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effort on in-role performance of 4,398. Then the effect of job involvement on in-role performance is 3.006. The next
path coefficient value is the influence of psychological empowerment on in-role performance as big as 2.815.

Based on the description of the results, it shows that all variables in this model have a path coefficient with positive
numbers. This shows that if the path coefficient value is greater on an independent variable on the dependent
variable, the influence of the independent variables on the dependent variable will be stronger.
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Flgure 1:-Bootstrapping Test

The next step is to look at the value of R

Table 5:-R? Value

Variabel R Square
Effort (Y1) 0.423
In-role Performance (Y2) 0.346

Based on table 5 above, it can be interpreted that the psychological empowerment variable (X1) and job
involvement (X2) together can explain the effort (Y1) of 0.423 (42.3%), while the other variables are not explained
in the model by 0.577 (57,7%). Then the in-role performance (Y2) variable can be explained together by
psychological empowerment (X1) and job involvement (X2) and effort (Y1) as of 0.346 (34.6%). The other
variables not explained in the model are 0.654 (65.4%).

Hypotheses Testing

Testing hypotheses is basically to test theories based on empirical evidence in the field. From the results of data
processing, it can be seen the magnitude of the relationship of exogenous variables to endogenous variables, both
direct and indirect relationships and their level of significance.

Table 6:-Direct Effect Test Results

Variable Prediction Direct Effecf p-Value Sig/No.Sig
X1->Y1 + 0.284 0.000 Significant
X1->Y2 + 0.191 0.005 Significant
X2->Y1 + 0.429 0.000 Significant
X2->Y2 + 0.221 0.003 Significant
Y1->Y2 + 0.287 0.000 Significant

Based on table 6 , the results of this test can be explained as follows:

1. Psychological empowerment has a direct and significant effect on the effort of lecturers in South Sulawesi with
a path coefficient of 0. 284 with p-value of 0.000 so that hypothesis 1 is accepted.

2. Psychological empowerment has a direct and significant effect on the in-role performance of lecturers in South
Sulawesi with path coefficient values 0.191 with p- value 0.003 so that hypothesis 2 is accepted.

3. Job involvement has a direct and significant effect on the effort of lecturers in South Sulawesi with path
coefficient value 0.429 with p-value 0.000 so that hypothesis 3 is accepted.
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4. Job involvement has a direct and significant effect on private university lecturers'in-role performances in
South Sulawesi with path coefficient values 0.221 with p-value 0.003 so hypothesis 4 is accepted.

5.  Effort has a positive and significant effect on lecturers’ in-role performance with path coefficient value 0.287
with p-value 0.000 so that hypothesis 5 is accepted.

Table 7:-Indirect Effect Test Results

Variable Prediction Indirect Effect P-Value Sig/No.Sig
X1 -> Y, through Y, + 0.183 0.007 Significant
X, -> Y, through Y, + 0.126 0.062 Insignificant
Discussion:-

Summary of results

Referring to the results of this study, psychological empowerment empirically proved to have a significant effect on
effort. This means that the greater the perceptions and beliefs of the lecturers that they have the ability to do a good
job, have control and autonomy while working, then the greater effort that they will exert in doing their work. This
finding is supported by the results of Durrani, et al (2017), that psychological empowerment has a positive effect on
effort.

Based on the results of the data analyzed, psychological empowerment proved to have a positive and significant
effect on the in-role performance of private university lecturers in South Sulawesi. This shows that the greater
psychological empowerment perceived by lecturers, the better/higher their in-role performance.

Psychological empowerment in this study is defined as the perceptions and beliefs of the lecturer that he has the
ability to do a good job, have control and autonomy at work and in influencing his work. Psychological
empowerment was measured based on six important dimensions in the educational context introduced by Short and
Rinehart (1992 ), namely decision making; professional growth; status; self-efficacy; autonomy; and impact.

Empirical findings reflects that private university lecturers in South Sulawesi have a responsibility in monitoring
programs and flexibility in arranging their schedules related to the Tri Dharma activities. According to Short and
Johnson (1994), campuses that provide important roles to lecturers in decision making are key elements in
empowerment where they get the opportunity to increase control over their work environment, which in turn will
improve performance. This is in line with the results of research conducted by Gruber and Trickett (1987) in the
context of education where they identified the importance of control over decision making in an effort to increase
empowerment in school organizations. Liden, et al.,’s findings (2000) confirm this by proving that employees who
have control over their work-related decisions have higher in-role performance than those without
control. Therefore, it is proven that the performance of lecturers can be improved if given autonomy in making
decisions related to their work.

Empirical findings also show that in general, lecturers consider the campus to provide a great opportunity for them
to continue to develop professionally, either by continuing their studies to a higher level or to take part in trainings
that can improve the ability of lecturers. This result is in line with the results of a study from Usop, et al (2013)
which proves that educators who show high in-role performance are those who are satisfied with the opportunities
offered to them to develop professionally. Studies from Rinehart and Short (1993) also suggest that performance can
be improved by creating an environment that supports empowerment, one of which is professional development. If
educators are expected to provide students with the best educational environment for learning, then educators must
be given the best environment to succeed and grow professionally (Keith and Girling, 1991) .

Empirical evidence shows that the majority of respondents view their status as lecturers as being valued by others
and they have positive beliefs about their profession as lecturers. This condition according to Lindsay, et al (2002) is
very ideal and important in order to improve their performance. The results of the study of Lindsay, et al (2002) are
consistent with the findings of this study, where their research shows that appreciation and support for academics is
a feasible method for campus managers to improve the performance of lecturers in an effective and efficient way.

The results of this study showed that the self-efficacy indicator had the highest average compared to other
indicators. This indicates that the self-efficacy indicator is an important indicator on the psychological
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empowerment variable, and that the majority of university lecturers in South Sulawesi have a high level of self-
efficacy. The higher the individual's perception of self-efficacy, the more committed to completing the tasks given
so that their performance is even higher (Goodale, et al, 1997; Taylor, 2013). The results of this study are in line
with the Conger and Kanungo studies, (1988); and Chebat and Kollias, (2000) who revealed that self-efficacy is the
most relevant and important empowerment element.

Autonomy is the following indicator of psychological empowerment. In this study, the intended autonomy is the
belief of the lecturer that they can control certain aspects of their work life. This control can be in the form of control
over schedules, curriculum, material and research. The results of this study indicate that the majority of private
lecturers in South Sulawesi have control over several important aspects of their work. Deci, et al (1989) explains
that those who have autonomy for their work will make more rational choices and can better manage their
actions. This result is in line with the study of Spreitzer et al. (1997) who also found that the autonomy dimension of
psychological empowerment is positively related to job satisfaction and in-role performance, and that autonomy is a
psychological need that is a key component of intrinsic motivation.

The final indicator of the variable psychological empowerment is impact, which refers to the lecturers' belief that
they have an impact and influence on their workplace. This is in line with the opinion of Shapira-Lishchinsky and
Tsemach (2014) that in the context of education, impact is the ability of the teacher to feel the possibility of
influencing an event in the organization. When impact is on the lecturer, they will feel that they are able to produce
better performance and have significant influence in their respective institutions. Therefore, the campus must
provide opportunities for its lecturers to provide ideas and suggestions regarding the implementation of teaching and
learning activities and other tasks related to the tri dharma of higher education. This according to Choong, et al
(2011) will have a positive impact on the results of their work. In addition, academics with empowered
environments are able to carry out heavy tasks, build initiatives, and be able to work in teams as well as individually,
which in turn increases their performance levels (Eisenberger, et al, 1990 and Kraimer, et al, 1999).

Based on the results of statistical tests, job involvement is provento have a positive and significant direct
influence on effort. The positive and significant influence explained that job engagement practices are crucial and
important factors to be considered by the university because it is related to the increasing lecturers ‘effort. This
finding is also in line with previous studies conducted by Gechman and Wiener (1975) and Wiener and Vardi (1980)
who found it important to treat the concept of job involvement as a different work attitude because job involvement
has important behavioral correlations that are characterized by personal commitment and investment in the form of
effort towards work.

Another important finding of this study is that job involvement has a positive and significant effect on in-role
performance of private university lecturers in South Sulawesi. This means that the higher the job involvement
perceived by the lecturer, the higher the level of in-role performance produced. The positive and significant
influence reflects that job involvement practices which include emotional job involvement, cognitive job
involvement, and behavioral involvement are important factors that must be considered by the foundation and
campus managers related to efforts to improve lecturers' in-role performance.

The results of this study reinforce the results of Rotenberry and Moberg (2007) who revealed that the construct of
job involvement predicts in-role performance well if measured correctly. Their study supports the argument from
Diefendorff, et al (2002) that work involvement will have a significant impact on in-role performance if using a
measuring device that is not contaminated with foreign constructs (eg intrinsic motivation). A study conducted by
Chughtai (2008) on 195 lecturers at 53 universities in Pakistan also supported the results of this study. This
study confirms that job involvement is an important factor that has the potential to determine individual
performance. This result is in line with a recent study conducted by Odero and Makori (2018). Their study of part-
time lecturers at universities in Kenya proved that job involvement was positively and significantly correlated
with lecturer in-role performance. Thus this study found that job involvement has a large influence on the
performance of lecturers.

Also the finding of this study is that effort has a positive and significant direct effect on in-role performance which

supports the hypothesis. The positive and significant influence explains that effort is a crucial factor that important
to strive for by the university because it is related to increasing the in-role performance of lecturer. This result is in
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line with the results of previous studies which proved the relationship between effort and in-role performance (eg,
Blau, 1993; Brown and Leigh, 1996; Christen, et al, 2006).

Empirical psychological empowerment variables proved to have a positive and significant effect on in-role
performance through effort. This means that psychological empowerment and effort are good predictors of in-role
performance. Efforts play an important role in the transformation of psychological empowerment towards
performance. Lecturers who feel that their work is meaningful, have the opportunity to participate in campus
decision-making, have confidence in competencies related to their work, and have an impact on others through the
success of completing their teaching and research assignments, will exert extra effort that ultimately results in
performance. According to Janssen (2004), psychological empowement can be seen as a way to stimulate an
individual's commitment to an organization, because this leads to a match between work roles and personal value
systems; confidence in the individual's ability to work well, which in turn encourages him to exert effort;broader
participation in decision making; and performance contributions to form an organizational system with greater
impact.

On the contrary, job involvement does not prove to have indirect and significant effect on in-role performance
through effort. This indicates that effort does not mediate the relationship between job involvement and in-role
performance. This condition can occur due to job involvement is a strong driver to motivate employees to work and
at the same time is also a behavior that can be directed to desired goals (Diefendorff et al., 2002; Hackman &
Lawler, 1971; Kahn, 1990; Lawler & Hall, 1970 ). Performance improvement itself is very dependent on the
motivation of each lecturer in carrying out his work. The existence of positive job involvement psychologically
motivates lecturers to produce optimal performance and produce behaviors that are beneficial to their careers. Effort
itself tends to have more influence on how hard a person performs a task (Porter and Lawler, 1968) in terms of
quantity and not quality. Efforts that are more needed in the context of higher education are those related to working
smart and related to lecturer innovation, creativity, adaptability and flexibility of lecturers (Brown, 1996). Therefore,
the relationship between job involvement and in-role performance does not seem to require effort as a mediation to
strengthen each other.

This result is not consistent with the results of studies conducted by Brown and Leigh (1996). The findings of
Brown and Leigh's study clearly show that effort mediates the relationship between work involvement and employee
performance. One of the alleged causes of differences in the results is that there were differences in the
characteristics of research objects, where the sample from Brown and Leigh's study consists of salespeople so that
the findings of the study cannot be generalized outside of the profession as stated by Brown and Leigh themselves
(1996).

Implications

The results of this study provide a theoretical contribution to the development of HR management field, especially in
the area of job attitudes namely psychological empowerment, job involvement, and effort and how they relate to in-
role performance.

1. This research contributes to the development of the concept of self-efficacy proposed by Bandura (1977),
especially in relation to employee effort. Self-efficacy as a motivation theory developed by Bandura proposes
that those who have high perceptions of self-efficacy and self-esteem tend to have higher standards and
performance goals, show more positive work attitudes and spend more effort on completing challenging tasks.
High self-efficacy (as one of the dimensions of psychological empowerment) will produce the willingness to
exert more effort and perseverance in facing obstacles. This concept is proven empirically where the greater the
perceptions and beliefs of the lecturers that they have the ability to do a good job, to have control and autonomy
while working, the greater the effort that the lecturers make in doing their work.

2. This research also contributes to effort construction related to its relation to individual performance. Previous
studies put effort as part of in-role performance and defined it broadly as efforts, skills, and produce outcomes
that are important for both employees and companies (for example, Behrman and Perreault, 1984; Lusch and
Serpkenci, 1990; and Lloyd, 2008) On the contrary, based on the findings of this study, it is argued that it is
important to define effort as something different from in-role performance. From the perspective of a lecturer,
effort and performance are not the same. Effort is input to work, while in-role performance is the output of
effort.
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This research provides a practical contribution to higher education, especially at private universities in South
Sulawesi, which include:

1.

The results of this study prove that effort plays an important role in improving the performance of lecturers.
However, with the rapid development of science and technology, this requires lecturers to be able to work
effectively and efficiently. It is important for lecturers to consider channeling energy effort to work smart.
Efforts that are more needed in the context of higher education are those that are related to working smart,
which are related to lecturer innovation, creativity, adaptability and flexibility of lecturers.

The implementation of appropriate HRM practices for university workforce will not only improve lecturer
performance, but also have a positive impact on university performance because lecturers have a crucial role in
improving important fields, such as research quality, university academic image, program quality, graduate
quality, contribution to society , and in preparing experts in the future.

Limitations and areas for future research
The researchers have tried their best to do good research in order to develop a research model, but in its
implementation can not be separated from shortcomings and limitations, including:

1.

Research variables were measured based on the perceptions of respondents who were also subjects of the study.
This can cause a bias response in obtaining data on each variable. Examination of respondents in an excessive
manner and how to respond to a minimum will have an impact on findings and results that are not in line with
expectations. These shortcomings can be minimized by further researchers by combining the self-rated
evaluation method with the rating supervisor especially on performance variables to obtain more accurate data.
This study only used data in one time period or cross section data so that the results were not able to explain the
dynamics of changes in conditions or relationships of respondents observed in different time periods. Future
research using time-series can be considered to eliminate deficiencies as described above.

This study combines the results of descriptive statistics and inferential statistics, but the results of this study are
limited to generalizations on private universities in South Sulawesi alone considering the scope of the sample in
this study is limited only in South Sulawesi Province. This limitation can be overcome by the next researcher by
accommodating a wider population and considering other variables that determine lecturer performance such as
organizational support, competence, locus of control, leadership style and other variables.
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