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Abstract. This research is aimed to analyze and determine the effect of self
efficacy, organizational culture and leadership on work motivation and its
implications on performance of permanent lecturers of School of Health
Sciences (SHS) in province of Jakarta, the capital city of Indonesia. The
analysis model uses Structural Equation Model (SEM). Partially self-efficacy
provides most dominant contribution in influencing work motivation.
Simultaneously, self efficacy, organizational culture, leadership and work
motivation have a positive and significant effect on performance of permanent
lecturers with a contribution of R? of 79%, partially leadership provides most
dominant contribution in influencing performance. The respondents were those
who working as permanent lecturers in College of Health Sciences, while the
survey was conducted to 325 lecturers. The respondents must be have at least
master degree as their educational background. Another finding from the results
of this study is that work motivation acts as a partial mediating of self-efficacy
and organizational culture toward performance of permanent lecturers. The
advice given to increase motivation is to focus on efforts to increase self
efficacy of permanent lecturers, especially in dimension of magnitude. While to
improve performance is by focusing on efforts to improve leadership, especially
in dimension of academic leadership.
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1 Introduction

A strong nation is very determined by the quality of human resources. Various aspects
affect the quality of human resources in a country, such as education, fulfillment of basic
needs (food, clothing and housing) and health. Especially regarding health, through nine
nawacita programs launched by the government, the government is determined to develop
Indonesia from the periphery by strengthening villages, the government is also determined to
improve human quality and improve productivity and competitiveness of the people in
international markets. Surely this program will be difficult to materialize without health
insurance for the Indonesian people. To support this program, the quantity and quality of
human resources who responsible in the health sector is very necessary in helping the
government carry out various health assistance functions, such as treatment, counseling, and
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so on. Especially the quality of human resources in the health sector is certainly influenced by
the quality of graduates from institutions which focusing on health or medical sciences, and
quality of graduates is strongly influenced by the performance of permanent lecturers at each
of these institutions. The performance of permanent lecturers also contributes to the
performance of institutions, one of the institutions that produces human resources that have
expertise in the field of health is the School of Health Sciences.

According to the Regulation of Ministerial of Utilization of State Apparatus and
Bureaucratic Reform No. 17 Year of 2013 concerning the Lecturer Functional Position and
Credit Score, the definition of a lecturer is a professional educator and scientist with the main
task of transforming, developing, and disseminating science, technology and art through
education, research, and community service. Based on this definition, the lecturer is the main
instrument in higher education and an important figure behind the successful performance of
higher education institutions. Based on Regulation of Ministerial of Research, Technology and
Higher Education No. 44 Year of 2015 concerning National Standards of Higher Education,
the parameters of the performance of lecturers are measured from the implementation of tri
dharma, namely education and teaching, research and community service. Every lecturer in
Indonesia has a minimum performance standard of 12 creditsin each semester, 12 credits
consisting of 9 credits in education and research and 3 credits in the field of community
service and supporting tasks. A lecturer is obliged to conduct research and community service
at least once a year. Lecturers who have a academic position of associate professor and
professor are required to conduct scientific publications at the international level once in a
year and must be able to publish one textbook within two years.

Human resources are an important factor for organizations (Aslam et al., 2015; Tannady et
al., 2017). Higher performance of human resources will have an impact on the high quality of
work in completing each task given (Rizal et al., 2014). Many variables related to industrial
psychology have been proven to influence organizational performance, one of which is work
motivation (Ghaffari et al., 2017; Qatmeemalmarhoon et al., 2017; Robescu and Iancu, 2016;
Mensah and Tawiah, 2016). Nidhi et al. (2012) show that success of organization depends on
how effective and efficient employee performance and motivation are, adding that employees
are "basic building blocks" in an organization. One of the things that can affect performance is
motivation (Salleh et al., 2011). The same thing is also reinforced by the results of research
was conducted by Omollo (2012) which examined the effect of motivation on performance at
a commercial bank in Kenya, where the conclusion of the study was that motivation had an
influence on the performance of an employee in the bank. Through his research that took the
object of research in the soft drink industry in Pakistan, Zameer et al. (2014) concluded that
there is a relationship between motivation and employee performance, where motivation can
affect performance. There are various factors that cause the motivation of an employee to
contribute to the company. Various kinds of external factors that influence motivation include
self efficacy, organizational culture and leadership.

Research conducted by Cerino (2014) at a university in the United States using a sample of
101 bachelor degree students shows that self efficacy influences the development of student
motivation, especially in the academic field. Organizational culture is a factor that also
influences the motivation of human resources, based on research conducted by Hani et al.
(2016) shows that there is a very close relationship between organizational culture and
motivation. Research conducted by Rawung (2013) shows that there is a significant influence
of leadership on employee motivation, especially in institution of higher education. The same
thing was also found in research conducted by Wagimo and Ancok (2005) and Naile and
Selesho (2014). Data obtained from forlap.ristekdikti.go.id, from 499 permanent lecturers of



SHS in Jakarta, most of the permanent lecturers have the educational background as master
degree (73.14%) and doctoral degree (4.02%), while 3% of permanent lecturers still have
Diploma certificate and 19.84% of permanent lecturers still have a bachelor's degree as their
educational background. This data shows that there is a problem in terms of the level of
education of the permanent lecturers of SHS, where 22.84% still do not have a minimum
master degree as required by Law No. 14 year 2005 Article 46 concerning teachers and
lecturers.

In terms of academic level, 71.54% still do not have academic degrees, 21.64% have an
instructor rank, 6.61% have senior lecturer rank and 0.2% have an associate professor rank.
This data shows that there are problems in terms academic levels of lecturer, more than 50%
of permanent lecturers of SHS still do not have lecturer academic positions as required in Law
No. 14 year 2005 Article 48 concerning teachers and lecturers, wherein a lecturer has at least
an academic position of instructor. Based on the released reports contained list of lecturer who
receive grants in research and community service in 2017, only 2.8% of lecturers obtained
research funding and 0% obtained community service funding, while from the data of
publication reported, the number of publications was only 45,89% of the total number of
lecturers, this is an indication that there is a problem with the performance of SHS permanent
lecturers in Jakarta.

Survey on 100 students and 30 permanent lecturers to identify motivation and performance
of lecturers. Data from the survey shows that on average 45.8% of respondents are still
unsatisfied and 16.4% of respondents are still very dissatisfied with the motivation of SHS
permanent lecturers in Jakarta in terms of teaching. Regarding several indicators that reflect
motivation related to research and community service, from the survey obtained data that an
average of 43.28% of respondents were unmotivated and 9.14% of respondents were very
unmotivated to perform various forms of activities categorized as research activities, while In
terms of community service, survey data obtained an average of 49.75% of respondents were
unmotivated and 11.25% of respondents were very unmotivated to perform various forms of
activities categorized as community service activities. Surveys related to the performance of
teaching conducted on students as respondents showed that 13.8% of respondents felt very
dissatisfied and 38.7% of respondents felt dissatisfied with the performance of permanent
lecturers in terms of teaching. Another indicator of the performance of SHS permanent
lecturers is number of accredited SHS, data from forlap.dikti.go.id shows that Jakarta is in the
bottom thre of provinces with the number accredited SHS, only 1 of 16 SHS has been
accredited with C status of accreditation.

Based on several studies that have been carried out on variables that have a role in
influencing performance, self efficacy, organizational culture, and leadership are positioned as
influential or exogenous variables (X), while work motivation is positioned as a moderating
variable (Y1) and performance is positioned as an endogenous variable (Y2). Objective of this
research is to analyze and examine the effect of each exogenous variable both partially and
simultaneously on endogenous variables.

2 Literature Review
2.1 Self Efficacy

Self-efficacy theory also known as social cognitive theory, or social learning theory, refers
to an individual's belief that he is able to carry out the given tasks (Rosen et al., 2006;



Bandura, 2005). According to Schermerhorn (2010) self-efficacy is a self-confidence that
refers to one's belief that he is able to carry out a particular task and self-confidence is very
necessary for someone in facing certain tasks that are full of challenges and require specific
actions. According to Ivancevich et al. (2011) self efficacy relates to self-confidence in
competence and abilities. People with low self-efficacy tend to reduce their efforts, while
people with high self-efficacy will try harder to conquer the challenge (Ferris et al., 2005;
Vigoda, 2002 ; Stajkovic & Luthans, 1998). According to Bandura (2005) self efficacy in
individuals can be analyzed based on three dimensions, namely magnitude (level of
difficulty), generality (area of behavior) and strength (strength of belief).

2.2 Organizational Culture

Davis and Newstorm (2005) state that organizational culture is a pattern of organizational
beliefs and values that are understood, imbued and practiced by the organization so that the
pattern gives its own meaning and becomes the basis of the rules of behavior in the
organization. Organizational culture is a set of beliefs, assumptions, norms and values and has
been accepted or shared with all members in an organization (Nidhi et al., 2012). Robbins and
Judge (2015) state that organizational culture is a shared meaning system formed by its people
which at the same time becomes a differentiator from other organizations. There are seven
characteristics given by Robbins (2013) in defining organizational culture, namely innovation
and risk-taking courage, attention to detail, results-oriented, human-oriented, team-oriented,
aggressive and stability. The function of organizational culture according to Robbins and
Judge (2015) is as a differentiator between one organization and another, bringing a sense of
identity to members of the organization, facilitating the emergence of commitment to
something wider than individual interests, and increasing the stability of the social system.

2.3 Leadership

Siddique et al. (2011) defines leaders as someone who inspires and able to bring and direct
followers to realize goals. According to Ivancevich et al. (2011) leadership is the process of
influencing others to support the achievement of relevant organizational goals. Kotter (2005)
in Northouse (2007) presents a model of management and leadership functions, where
management has a function in generating order and consistency, while leadership has the
function of generating change and movement. According to Bass (2010) and Kirkpatrick and
Locke (2001) some personal character in a leader, such as honesty and integrity, enthusiasm,
lead desire, independence, persistence in achieving goals and challenges, tenacity,
intelligence, cognitive abilities, assertiveness, cooperation, diplomacy and educational
background. Specifically in academic institution, Siddique et al. (2011) discussed three
dimensions of leadership, namely institution leader, academic leader and administration
leader.

2.4 Work Motivation

According to Maslow (1943), human motivation is divided into five needs, namely
physiological needs, security needs, social needs, appreciation needs, and self-actualization
needs. Maslow's theory assumes that people tend to strive the fulfillment of basic needs
(physiological) before directing their behavior to the higher needs. According to McClelland
(1985), human motivation is divided into three needs, namely achievement needs, affiliate



needs, and power needs. According to McClelland, someone will have a better motivation if
he has a desire to achieve better than others. Motivation according to Herzberg (1959) consists
of two factors, namely motivator factor and hygiene factor. Motivator factors or motivational
factors are factors that cause job satisfaction, such as institutional concern toward performance
achievement, objective assessment of work performance, recognition and appreciation of
performance and service, efforts to improve work quality, efforts to always work effectively
and efficiently, and satisfaction in solving difficult problems. While hygiene factors are
factors that cause job dissatisfaction, such as compensation factors, good relationships in the
workplace, supervision of superiors, pride in work status, personal life factors, and job
security factors (Tannady, Erlyana & Nurprihatin, 2019). Grund and Sliwka (2001) suggest
that motivation can be in the form of financial or non-financial, which can affect job
satisfaction.

2.5 Performance

Performance is one indicator of productivity and profitability, performance is a priority for
the organization in achieving organizational goals. Performance is seen as a measure of the
success of an employee at work (Hee & Kamaludin, 2016; Tannady et al., 2019). Job
performance indicates things that need to be done in the job description, this also means it can
be assessed and become a benchmark for the organization in giving awards based on
employee contributions to the creation of good organizational performance (Gunawan et al.,
2020). In an organizational context, a series of procedures make work behavior predictable
and some basic work can be completed to achieve organizational goals (Janssen & Van
Yperen, 2004). Job performance is essential in achieving organizational objectives that are
carried out consistently and effectively (Mehmet, 2013; Tannady et al., 2020). Good
performance will reduce labor costs, increase organizational profits and create customer
loyalty (Earls, 2004).

3 Theoretical Framework

Based on a series of theories and previous research, a theoretical framework for research
was built. Figure 1 shows the theoretical framework of research that was built in the study.

Hé

Fig. 1. Theoretical Framework



Note :

Xj = Self Efficacy

X> = Organizational culture
X3 = Leadership

Y: = Work motivation

Y, = Performance

Research Hypothesis

Based on the above framework, nine research hypotheses can be made, as follows:

H1: Self efficacy has a positive and significant effect on the work motivation of permanent
lecturers

H2: Organizational culture has a positive and significant effect on the work motivation of
permanent lecturers

H3: Leadership has a positive and significant effect on the work motivation of permanent
lecturers

H4: Self efficacy, organizational culture and leadership simultaneously have a positive and
significant effect on the work motivation of permanent lecturers

H5: Self efficacy has a positive and significant effect on the performance of permanent
lecturers

Hé6: Organizational culture has a positive and significant effect on the performance of
permanent lecturers

H7: Leadership has a positive and significant effect on the performance of permanent
lecturers

H8: Work motivation has a positive and significant effect on the performance of permanent
lecturers

HO9: Self efficacy, organizational culture, leadership and work motivaton simultaneously have
a positive and significant effect on the performance of permanent lecturers

4 Methodology

The type of study is descriptive and verificative. Operationally, the measurement of
variable of self efficacy using three dimensions, namely magnitude, generality, strength.
Measurement of variable of organizational culture using five dimensions, namely innovation
and risk taking, attention in detail, orientation to the result, orientation to human resources,
and performance culture. The measurement of variable of leadership using three dimensions,
namely academic leader, institutional leader, and administration leader. Measurement of
variable of work motivation using two dimensions, namely motivator factors and hygiene
factors. The measurement of variable of performance using three dimensions, namely
education and teaching, research, and community service. Total number of indicators is 65
statement indicators.

Types of data are divided into primary and secondary data. Secondary data is information
relating to the environmental conditions of universities in Jakarta, such as the number of
institutions based on their type, number of institutions in each region in Indonesia, number of
accredited institutions, number of lecturers based on their educational background, number of
lecturers based on academic rank, and number of students. The primary data is collected
directly from the research object by determining the sample size.



The sample size is determined using purposive sampling judgment technique, the
population is permanent lecturers of SHS in Jakarta. Determination of the number of samples
according to Hair et al. (2010) it is recommended to survey 5 to 10 respondents for each
indicator. If 5 people are estimated for each indicator, the expected number of samples is 325
people. The population is 499 people, considering the educational background criteria, so that
the population in this study is 385 people (the population consisted of lecturers who have at
least master degree as educational background).The distribution of sample collection was
1.82% (North Jakarta), 3.89% (West Jakarta), 9.87% (Central Jakarta), 49.87% (East Jakarta),
and 34.54% (South Jakarta). According to Hair et al. (2010) the indicator is declared valid if
the value of loading factor is > 0.50, while the indicator is declared reliable if the value of
variance extracted (VE) and construct (CR) > 0.50. Hypothesis testing uses structural equation
modeling (SEM) and data analysis using the LISREL.
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Fig. 2. Research Path Diagram

5 Result and Discussion

Questionnaires were distributed to 325 respondents who met four criteria, namely the
respondent is a permanent lecturer at SHS in Jakarta, the respondent had taught for at least one
academic year at the university where he was homebase, the respondent had interacted and
received direction from the leader (at least secretary of study program) and respondents have a
minimum educational background of master degree. Furthermore, descriptive analysis of
respondents' profiles is based on several characteristics. By gender, 42.15% are men and
57.85% are women. Based on age, age less than 25 years (3.08%), 25-35 years (28.61%),> 35
- 45 years (52%),> 45 years (16.31%). The educational background was categorized into two,
master degree (96.92%) and doctoral degree (3.08%). Lecturer academic position is



categorized into five, teaching staff (61.85%), instructor (32.92%), senior lecturer (5.23%),
associate professor and professor (0.00%). Working period is categorized into four, 1 - 2 years
(20%), > 2 - 5 years (36.31%), > 5 - 10 years (37.54%), and > 10 years (6.15%).

Table 1. Validity and Reliability Test

Variable Dimension SLF Validity CR VE Reliability
Self Efficacy SM 0.96 Valid 0,935 0,637 Reliable
SG 0.89  Valid
SS 0.92 Valid
Organizational Culture BI 0.98 Valid 0,931 0,850 Reliable
BP 0.95 Valid
BOH 0.95 Valid
BOM 0.94 Valid
BOT 0.86 Valid
BOA 0.89 Valid
BOS 0.92 Valid
Leadership KAC 0.77 Valid 0,969 0,740 Reliable
KI 0.72  Valid
KAD 0.75 Valid
Work Motivation MM 0.99 Valid 0,895 0,642 Reliable
MH 0.97 Valid
Performance KPP 0.86 Valid 0,957 0,737 Reliable
KPN 0.97 Valid
KKM 0.90 Valid

Source : Data Processing Result

Table 1 shows all statements in the questionnaire are valid because they have SLF values >
0.50 and are reliable because all variables have CR and VE values > 0.50. The next step is to
do a goodness of fit test.

Table 2. Goodness of Fit Test

Goodness of Fit Index Cut-off Value Result Evaluation
GFI 0.80 0.80 Marginal fit
NNFI 0.80 0.90 Good fit
NFI 0.80 0.90 Good fit
AGFI 0.80 0.80 Marginal fit
RFI 0.80 0.87 Marginal fit
IF1 0.80 0.91 Good fit
CFI 0.90 0.91 Good fit

Source : Data Processing Result

Table 2 shows that the data already has a fit value, from the goodness of fit test using the
GFI, NNFI, NFI, AGFI, RFI, IFI and CFI parameters obtained evaluation results that are fit
for each parameter. The next step is evaluate the structural path for each exogenous variable to
the endogenous variables both partially and simultaneously.

Table 3. Structural Analysis

Hypothesis  Structural Path SLF t/f-value Evaluation
H1 Self efficacy — work motivation 046 9.34 Significant
H2 Organizational culture — work motivation 0.16 2.88 Significant
H3 Leadership — work motivation 0.26 4.46 Significant




Hypothesis  Structural Path SLF t/f-value Evaluation

H4 Self efficacy, organizational culture and 043 11.26 Significant
leadership — work motivation

HS5 Self efficacy — performance 0.25 538 Significant

Hé6 Organizational culture — performance 0.20 4.02 Significant

H7 Leadership — performance 0.50 8.99 Significant

H8 Work motivation — performance 0.27 5.56 Significant

H9 Self efficacy, organizational culture, 0.79 7.08 Significant

leadership and work motivation — performance
Source : Data Processing Result

Table 3 shows the conclusions of each hypothesis. Hypothesis 1 (H1) states that self
efficacy has a positive and significant effect on work motivation of lecturer, SLF value 0.46
and t-value 9.34 (> 1.96) indicates that HI can be accepted, so that increased self efficacy of
permanent lecturers can increase work motivation of lecturers. This finding is in line with the
findings of Baddareen et al. (2015) who found that self efficacy is an important variable to
increase motivation, especially in academic matters in Jordan. This finding is also in line with
research conducted by Cherian and Jacob (2013) who found the fact that self-efficacy plays an
important role in increasing employee motivation. Hypothesis 2 (H2) states that organizational
culture has a positive and significant effect on work motivation of lecturers, SLF value 0.16
and t-value 2.88 (> 1.96) indicates that H2 can be accepted, so that improvements in
organizational culture will increase the motivation of the lecturers. This finding is in line with
Kamaruddin et al. (2015) who found that organizational culture can improve lecturers' work
motivation. Hypothesis 3 (H3) states that leadership has a positive and significant effect on
work motivation of lecturers, SLF value 0.26 and t-value 4.46 (> 1.96) indicates that H3 can
be accepted, so that an increase in the quality of leadership will increase the work motivation
of lecturers. This finding is in line with the findings of Siddique et al. (2011) who found that
leadership is an important variable in improving lecturers' work motivation. Hypothesis 4 (H4)
states that self-efficacy, organizational culture and leadership have a positive and significant
effect simultaneously on work motivation of lecturers, R2 values 0.43 and f-count 11.26 (>
3.84) indicate that H4 can be accepted, so that the collectively quality improvement towards
self efficacy, organizational culture and leadership will be able to increase the work
motivation of lecturers at College of Helath Sciences.

Hypothesis 5 (H5) states that self efficacy has a positive and significant effect on
performance of lecturers, SLF value 0.25 and t-value 5.38 (> 1.96) indicate that H5 can be
accepted, so that increased self efficacy can improve lecturer performance. This finding is in
line with the findings of Motlagh et al. (2011) who found that self efficacy can improve the
performance of teaching staff and students. Hypothesis 6 (H6) states that organizational
culture has a positive and significant effect on lecturer performance, SLF 0.20 and t-value 4.02
(> 1.96) indicate that H6 can be accepted, so that improvements in organizational culture will
improve lecturer performance. This finding is in line with the findings of Sangadji and Sopiah
(2013) and Marwan et al. (2016) who found that organizational culture has been proven to
improve lecturer performance. Hypothesis 7 (H7) states that leadership has a positive and
significant effect on lecturer performance, SLF values 0.50 and t-value 8.99 (> 1.96) indicate
that H7 can be accepted, so that improving leadership quality will improve lecturer
performance. This finding is in line with the findings of Sudarjat et al. (2015) and Marwan et
al. (2016) who found that leadership is a factor that can improve lecturer performance.
Hypothesis 8 (H8) states that work motivation has a positive and significant effect on lecturer
performance, SLF 0.27 and t-value 5.56 indicate that H8 can be accepted, so that increased



motivation will improve lecturer performance. This finding is in line with the findings of
Marwan et al. (2016), Victor and Babatunde (2014), Broni (2012) and Asim (2013) who found
that work motivation is an important factor that can improve lecturer performance. Hypothesis
9 (H9) states that self-efficacy, organizational culture, leadership and motivation have a
positive and significant effect simultaneously on lecturer performance, R2 value 0.79 and f-
count 7.08 (> 3.84) indicate that H9 is acceptable, so efforts to increasing self efficacy,
improving organizational culture and leadership, also increasing motivation will improve
lecturer performance.

6 Conclusion

If self efficacy (dimension of magnitude), organizational culture (dimension of innovation
and risk taking) and leadership (dimension of academic leadership) can be synergized, it will
be able to provide a positive and significant influence on the increasing of work motivation of
permanent lecturers of SHS in Jakarta, especially in the dimension of motivator factors.
However, considering that self efficacy is the most dominant variable in influencing work
motivation, the priority of improvement is more focused on the variable of self efficacy,
specifically on the dimension of magnitude. Self efficacy, organizational culture, leadership
and work motivation have a positive and significant effect on the performance of SHS
permanent lecturers in Jakarta, thus to optimize the improvement of performance is to
strengthen and synergize self efficacy, especially the dimension of magnitude, organizational
culture, especially the dimension of innovation and risk taking, leadership, especially
dimension of academic leadership and work motivation, especially dimension of motivator
factor. Considering that leadership is the most dominant variable in influencing performance,
the priority of improvement is more focused on variable of leadership, specifically on the
dimension of academic leadership. Work motivation is a partial mediating of self efficacy and
organizational culture in influencing performance. The influence of self efficacy and
organizational culture will be greater in improving performance if it is able to increase work
motivation first. While the variable of work motivation does not work optimally in its role as
mediating for variable of leadership on performance. Variable of leadership can more directly
affect performance compared to work motivation.

Suggestion

In order to increase work motivation, self efficacy is the most dominant variable in
influencing work motivation. Dimension of magnitude is the dimension that most reflect the
variable of self efficacy. Indicator of confidence in ability of teaching-research-community
service have an average value of less than the total average variable of self efficacy, so it is
suggested that the SHS management conducts training or seminars or personal counseling
periodically to permanent lecturers in order to increase confidence and ability in the field of
teaching-research-communty service. It is also recommended that the SHS management be
more selective in holding recruitment systems for permanent lecturers, so that the selection
system can truly select and accept permanent lecturers who have good skills, so that good
skills will certainly increase the level of self-confidence of lecturers. In order to improve
performance, leadership is the most dominant variable in influencing performance. The
dimension of academic leader is the dimension that most reflects the leadership variable.
Indicator of leader provide facilities to support research activities and leader provide facilities



to support community service activities have an average value less than total average variable
of leadership, so it is recommended that management of SHS reevaluate policies related to the
provision of facilities in order to empower permanent lecturers in the field of research and
community service, SHS management can also proactively inform and involve permanent
lecturers in following a number of grants related to the provision of facilities and
infrastructure for research and community service activities held by the government and the
private sector.
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