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Abstract 

This study aims to develop a conceptual model of the influence of leadership empowerment and professionalism on 
lecturer performance using work motivation as a mediating and moderating variable, self-efficacy, and locus of 
control as a moderating variable. Sampling used a cluster random sampling technique on 317 respondents from 
private university lecturers from Jambi and Riau Provinces which was carried out by sending a questionnaire via 
Google Form to the institutional email and then forwarded to the lecturer as a respondent. Data analysis was 
performed using Partial Least Square-Structural Equation Modeling with WarpPLS 7.0 software. The study's 
findings include that the fit and quality index models have validated their value; empowering leadership has a 
positive and significant effect on lecturer performance; professionalism has a positive but not significant effect on 
lecturer performance; work motivation has a positive and significant effect on lecturer performance; work motivation 
partially mediates the effect of empowering leadership on lecturer performance; work motivation fully mediates the 
effect of professionalism on lecturer performance; motivation weakens the effect of empowering leadership on 
lecturer performance but not significantly; work motivation can significantly strengthen the influence of 
professionalism on lecturer performance; self-efficacy weakens the effect of empowering leadership on lecturer 
performance but not significantly; locus of control can strengthen the influence of professionalism on lecturer 
performance but not significantly. 

Keywords: Empowering Leadership; Professionalism; Lecturer Performances 

 
Introduction 

Previous empirical studies have shown that empowering 
leadership affects employee performance (Ahearne et al., 
2005; Ahmed et al., 2017; Dash & Vohra, 2019; Hasbullah & 
Moeins, 2016; Tung & Chang, 2011; Zhang & Gheibi, 2015), 
empirical studies others leadership does not affect employee 
performance (Nurlaela et al., 2017; Tone, 2015). 
Professionalism affects employee performance (Jumriati et al., 
2018; Kusuma et al., 2018; Pujiastuti et al., 2017). However, 
other empirical studies show that professionalism does not 
affect employee performance (Putra & Ariyanto, 2012; 
Trisnaningsih et al., 2012). Furthermore, while some empirical 
studies reveal that work motivation has an impact on employee 
performance (Andriani et al., 2018; Bastari et al., 2020; 
Gachengo & Wekesa, 2017; Pujiastuti et al., 2017; Sandrin et 
al., 2019; Sardjana et al., 2018; Wibisono et al., 2018; Oprescu 
& Militaru, 2012; Cojocariu, 2011), others show that work 
motivation does not affect performance (Hartinah et al., 2020; 
Tone et al., 2015). Based on the results of previous studies, the  
authors conclude that previous studies' findings are inconsistent 
and that there is a research gap examine the influence of  
 

 
 
variables such as empowering leadership, professionalism and 
work motivation on performance, necessitating additional 
research. Referring to previous research on the concept of 
performance and empirical studies conducted by previous 
researchers, this study empirically examines the concept of 
employee performance. The research object is the private 
colleges in the provinces of Jambi and Riau, and the population 
is the lecturers. These variables are chosen based on earlier 
research that revealed a research gap. In one research 
paradigm, the researcher proposes a solution by combining 
mediation and moderation. There may be other exclusive 
variables and may fill this research gap. This study utilizes 
mediating and moderating mechanisms of work motivation 
variables and moderating mechanisms of self-efficacy and 
locus of control on the influence of empowering leadership with 
a structural equation modeling approach. The mediating and 
moderating variables intend to fill the gap between endogenous 
and exogenous variables in this study. 
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Literature Review 

The effect of empowering leadership on lecturer 
performance. 

Amundsen & Martinsen (2014) stated that the role of 
employee empowerment lies in making employees 
independent and able to lead themselves. Self-leadership 
includes the skills and tactics used by individuals to propel 
themselves towards achieving higher levels of effectiveness 
and performance (Ahmed et al., 2017). Vecchio et al. (2010) 
found that leaders who share power with subordinates 
contribute to job satisfaction improvement and performance 
among their subordinates. Empowering leadership indicators: 
Meaningfulness of work; Fostering participation in decision-
making; Expressing confidence in high performance; Providing 
autonomy from bureaucratic constraints; Appreciating 
employees; Developing employees; Building community; 
Delegation of power (Ahearne et al., 2005; Jones, 2013). 
Lecturer performance indicators: Education and teaching; 
Research; Community service (Government Regulation 
Number 37 of 2009; Law Number 12 of 2012). 

H1. It assumed empowering leadership has a significant 
effect on lecturer performance. 

The effect of professionalism on lecturer 
performance. 

Vroom (2006) states that a person's performance is 
influence by professionalism. The expected performance is 
difficult to achieve if the work demands imposed on employees 
do not meet their abilities. Lecturers are required to provide 
educational guidance to their students and must have particular 
professional skills (Hamalik, 2002). Indicators of 
professionalism: planning, implementing the learning process, 
assessing and evaluating learning outcomes; Increasing and 
developing academic qualifications and competencies on an 
ongoing basis in line with the development of science, 
technology, and art; acting objectively and non-discriminatory 
based on considerations of gender, religion, ethnicity, race, 
certain physical conditions, or the socio-economic background 
of students in learning; upholding laws and regulations, laws, 
and codes of ethics, as well as religious and ethical values; 
maintaining and fostering national unity and integrity; 
dedication to the profession; relationships with the fellow 
profession; mental attitude; teaching skills; interpersonal skills 
(Abeng, 2002; Mawardi, 2011; Morrow & Goetz, 1988; 
Permanasari et al., 2014; Law Number 14 of 2005). 

H2. It assumed professionalism has a significant effect on 
Lecturer Performance. 

The effect of work motivation on lecturer 
performance. 

According to Robbins (2008), performance is a result of the 
relationship between ability and motivation. If an individual's 
motivation does not match what is required, his performance 
will suffer. According to Mathis & Jackson (2012), individual 
support received from the organization determines the firm's 
expected performance. The interaction between motivation and 
situational factors, according to McClelland (1987), is what 
enables motivation to do action to emerge. Motivation is one of 
the factors that influence an organization's human resources to 
perform effectively. Human resources are driven to increase 
performance and do their best for the organization as a result 
of the motivation provided by the organization. Work motivation 
indicators include the desire to succeed; to attain in terms of a 
set of standards; to make an effort to succeed (McClelland, 
1987). 

H3. It assumed work motivation has a significant effect on 
lecturer performance. 

Work motivation mediates the influence of 
empowering leadership on lecturer performance 

The motivation variable can be a mediating variable 
between leadership empowerment variables on lecturer 
performance through a contingency approach. According to 
Suliyanto (2018), the mediation approach is used to address 
the research gap by incorporating mediation variables. Tone et 
al. (2015) found that whereas leadership has a negative and 
significant effect on work motivation, it has a positive and 
insignificant effect on lecturer performance. As per Nurlaela et 
al. (2017), leadership has no significant influence on lecturer 
performance. However, according to Guterresa et al. (2020), if 
a leader can combine the effective leadership style in the 
organization, employees will feel empowered and will able to 
carry out their duties more efficiently and effectively. Spurring 
their creativity and innovative abilities, which will lead to 
improved performance. To improve employee performance, it is 
critical to motivating employees' work from the applied 
leadership style. The use of non-coercive influence to create a 
group or organizational goals encourage behavior that assists 
in goal achievement and defines the group or organization's 
culture are examples of leadership (Griffin, 2004). 

H4. It assumed work motivation mediates the influence of 
empowering leadership on lecturer performance. 

Work motivation mediates the influence of 
professionalism on lecturer performance 

Motivation is a variable that acts as a mediator between the 
independent and dependent variables in an indirect 
relationship. Several studies evaluating the direct influence of 
the independent variable on the dependent variable show some 
inconsistencies. According to the findings of Trisnaningsih et al. 
(2012), there is no significant effect between professional 
commitment and lecturer performance variables.  Robbins 
(2008) explains a person's willingness to work hard to achieve 
goals and influence his ability or intensity in meeting his needs. 
Bangsawan et al. (2020), citing Carrel and Dittrich, underline 
the necessity of rewarding and recognizing employees based 
on their achievements by giving rewards and recognition from 
the organization. Employees will be encouraged to use their 
abilities to accomplish work and increase work efforts, allowing 
them to advance their careers in the workplace. 

 H5. Work motivation is assumed able to mediate the 
influence of lecturer professionalism on lecturer performance. 

Work motivation strengthens the influence 
between empowering leadership and lecturer 
performance. 

Motivation is a core leadership competency, according to 
Latham (2007), and it is a function of the expectation of 
success in a given situation and the value placed on the 
outcome. Motivation is an essential consideration since 
effective performance often demands high ability and 
motivation (Bagraim & Werner, 2003). As per Bass (1991), 
some leaders recognize the importance of their leadership 
influence on their employees' performance and satisfaction. 

 H6. Work motivation is assumed to strengthen the 
influence of Empowering Leadership and Lecturer 
Performance. 
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Work motivation strengthens the influence 
between lecturer professionalism and lecturer 
performance. 

Robbins (2008) revealed that employee performance is a 
function of the interaction between ability and motivation; 
performance = ƒ(AxM). If anything is insufficient, that 
performance will be negatively affected. The performance 
achievement of a person who is motivated by someone who 
does not have both internal and external motivations must be 
different. Motivation affects a person's behaviors and work 
processes, assists lecturers in improving their abilities (Zee et 
al. (2018). Performance refers to the degree of success in 
completing activities and the capacity to accomplish defined 
objectives. It is a result of motivation. On the other hand, if the 
desired goal is met, performance and success will follow (Shah 
et al., 2017). According to Spencer & Spencer (1993), 
competence is defined as a person's underlying characteristics 
related to the effectiveness of individual performance at work 
and standard characteristics of individuals who have causal 
relationships or causal references, are effective, primary, or 
preferable performers at work. 

 H7. It assumed the work motivation strengthens the 
influence between lecturer professionalism and lecturer 
performance. 

Self-efficacy strengthens the influence between 
empowering leadership with lecturer performance. 

Dennerlein decided to look into the general self-confidence 
of the employees in their job role, referred to as work-role self-

efficacy, which defined as a belief in overall competence to 
succeed in performance requirements across various 
achievement situations in work role as a moderator of 
leadership empowerment) for a variety of reasons. First, 
people's motivation is influenced by their self-efficacy beliefs, 
as seen by goal selection, goal or task persistence, goal 
revision, and goal struggle behavior (Bandura, 1997). As a 
result, work-role self-efficacy can indicate how "prepared" 
people feel about leadership empowerment and the extent to 
which they can still benefit from it (for example, in terms of 
developing themselves). Second, Dennerlein looked at general 
(vs. specialize) self-efficacy, since he studied at two different 
performance outcomes (creativity and role performance), could 
be linked to the different work activities within its area. 

H8. It assumed the self-efficacy strengthens the influence 
between Empowering Leadership and Lecturer Performance. 

Locus of control strengthens the influence 
between lecturer professionalism and lecturer 
performance. 

According to Robbins (2008)Robbins (2008), locus of 
control is the degree to which individuals believe they are in 
charge of their destiny. Internal factors are the factors that they 
possess to control their lives. External factors are factors that 
individuals believe their lives determine by forces beyond their 
control, such as luck and opportunity. Locus of control is a 
personality variable and defined as an individual's belief in 
control destiny, as per Kreitner & Kinicki (2014). 

H9. It assumed locus of control strengthens lecturer 
professionalism and performance. 

 

 

 

 

 

 

 

 

 

 

 

Fig. 1:  Conceptual Framework 

 

Methods 

This study falls under the category of descriptive research. 
Descriptive research is a type of study that seeks to examine 
and evaluate objects based on their characteristics. Since the 
research objectives and hypotheses in this study can be 
verified, descriptive research was used in this study,  defined 
as a study that uses a quantitative (positivist) approach and a 
questionnaire as the primary data instrument to explain the 
causal relationship between variables. The data in this study 

divided into two categories: primary and supporting data. The 
primary data is collected by sending questionnaires via Google 
Form to institutional emails and then forwarding them to 
lecturers as respondents, a total of 317 participants. The 
supporting data is quantitative data derived from performance 
reports, web pages, and other sources. Sampling performed 
using the cluster random sampling technique. The author 
utilizes a data analysis technique named Partial Least Square-
Structural Equation Modeling with WarpPLS 7.0 software to 
answer the hypothesis. 
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Result 
Measurement Model 
Convergent Validity 

 
EL Pro WM S-E LoC Perf P Value 

0.678 0.769 0.781 0.615 0.787 0.759 

<0.001 

0.773 0.811 0.773 0.785 0.906 0.736 

0.764 0.791 0.764 0.641 0.844 0.520 

0.700 0.736 0.696 0.704 0.854 0.602 

0.860 0.809 0.818 0.807 0.838 0.612 

0.650 0.831 0.728 0.805 0.855 0.659 

0.697 0.614   0.859 0.630 

0.623 0.625    0.558 

0.698     0.599 

0.782     0.767 

0.733     0.613 

0.794     0.551 

0.699     0.695 

Table 1: Output Combined Loadings and Cross Loadings 
Source: WarpPLS 7.0 

 
Table 1 shows that there are no indications of the loading of 

less than 0.40. Hence the indicators listed in the table can be 
employed. Furthermore, the Output value of AVE and 

Composite Reliability is seen as prove and convince. The 
results of the AVE value and composite reliability on the latent 
variable output coefficients are as below. 

 
  EL Pro WM S-E LoC Perf 

R-Square     0.283     0.440 

Adj R-Square     0.278     0.428 

Composite Reliability 0.936 0.912 0.892 0.871 0.948 0.900 

Cronbach’s alpha 0.926 0.888 0.854 0.822 0.935 0.879 

Avg. Var. Extrac 0.532 0.566 0.579 0.533 0.722 0.414 

Full collin. VIF 1.438 1.319 1.689 1.154 1.415 1.630 

Q-Square     0.273     0.388 

Table 2: Output Latent Variable Coefficients 
Source: WarpPLS 7.0 

 
Table 2 reveals that the AVE value of the variables 

empowering leadership, professionalism, work motivation, self-
efficacy, and locus of control is higher than 0.50, and 
composite reliability is more than 0.70, whereas the 
performance variable is 0.414, which is less than 0.50. The 
recommended minimum AVE value is 0.5, but an AVE value of 
less than 0.5 is acceptable, as stated by Fornell & Larcker 
(1981) that AVE can be accepted if the AVE value is 0.4, 
because if the AVE is less than 0.5, but the composite reliability 

is higher than 0.6, the convergent validity of the construct is still 
adequate, such as research done by (Lam, 2012; Pervan et al., 
2018) wherein their research with AVE below 0.5 

Furthermore, the composite reliability results in Table 3 
reveal that all variables satisfied the requirement of being 
higher than 0.70. The overall collinearity VIF score in Table 2 is 
less than 3.3, indicating the model is free of vertical, lateral, 
and bias of collinearity issues. The convergent validity 
requirement has been fulfilled. 

 

Discriminant Validity 

 
  EL Pro WM S-E LoC Perf 

EL (0.730) -0.006 0.078 0.088 -0.012 0.517 

Pro -0.006 (0.752) 0.462 0.155 0.330 0.136 

WM 0.078 0.462 (0.761) 0.212 0.478 0.280 

ES-E 0.088 0.155 0.212 (0.730) 0.086 0.256 

LoC -0.012 0.330 0.478 0.086 (0.849) 0.147 

Perf 0.517 0.136 0.280 0.256 0.147 (0.643) 

Table 3: AVE Square Root 
Source: WarpPLS 7.0 
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Table 3 presents that the square root value of AVE obtained 
by all variables is greater than the correlation between latent 
variables in the same column and row, implying that all 
variables exhibit discriminant validity. 

Reliability Test  

The composite reliability and Cronbach's alpha for each 
variable are higher than 0.70, as shown in Table 2. It 
demonstrates that all variables are reliable or can be relied 
on as variables. It can conclude that all construct variables 
meet the requirements for reliability and can further examine. 

 

 

 

Structural Model Testing 

Coefficient of Determination  

The R-squared value of the work motivation variable is 
0.283, while the R-squared value of the performance variable is 
0.440, based on the data in Table 2. The empowering 
leadership and professionalism variables can explain 28.3 
percent of the work motivation variable. The remaining 71.7 
percent is explained by other variables not discussed in this 
study or other factors outside the model. The variables 
empowering leadership, professionalism, work motivation, self-
efficacy, and locus of control are explained by 44 percent of the 
performance variable. The remaining 56 percent explained by 
other variables not mentioned in this study or factors outside 
the model. 

Model Fit and Quality Indices 

 
Model Fit and 

Quality Indices 
Criteria Test results Exp 

APC 

Accepted if p < 0,05 

0.194, P<0.001 

Accepted 

ARS 0.362, P<0.001 

AARS 0.353, P<0.001 

AVIF 
Accepted if ≤ 5 

1.397, acceptable if <= 5, ideally <= 3.3 

AFVIF 1.413, acceptable if <= 5, ideally <= 3.3 

SPR 

Accepetd if ≥ 0.7; ideally = 1 
1.000 RSCR 

SSR 

NLBCDR 0.778 

GoF 
Small ≥ 0.1; Moderate ≥ 0.25; Large ≥ 

0.36 
0.515 Large 

Table 4: Value Model Fit and Quality Indices 

Source: WarpPLS 7.0 

 
The standard model fit and quality indices in this model 

have fulfilled what was required, as shown in Table 4. It shows 
that the model in this study has a good Goodness of Fit, and 
there is no multicollinearity problem between indicators and 
between exogenous variables. 

 

Predictive Relevance 

The Q-squared value is greater than zero, as shown by the 
estimation findings in Table 3, with work motivation of 0.273 
and performance of 0.388. As a result, this research model 
considers having good predictive validity. 

 

Effect Size 

 

  EL Pro WM Perf 

EL         

Pro         

WM 0.012 0.271     

Perf 0.286 0.000 0.107   

Table 5: Effect Size for Path Coefficients 

Source: WarpPLS 7.0 

 
Table 5 reveals that empowering leadership has a 0.012 

influence on work motivation, professionalism has a 0.107 
influence on performance, and work motivation has a 0.107 
influence on performance. Meanwhile, those included in the 

medium category are professionalism on work motivation, with 
a value of 0.271, and empowering leadership on performance, 
with a value of 0.286. 
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Hypothesis Test 

 

 

 

 

 

 

 

 

Source: WarpPLS 7.0  
Fig. 2: Indirect Effect Research Model Testing 

 

Direct Testing 

 
Hypothesis Path Coefficient P-value Explanation 

EL→Perf 0.51 P<0.01 Positive  and Significant  

Pro→Perf 0.00 P=0,50 Positive  and Insignificant 

WM→Perf 0.33 P<0.01 Positive  and Significant 

Table 6: Path Coefficient Estimation Results 
Source: WarpPLS 7.0 data processing 

 

Hypothesis 1.  

Based on the path coefficient value of 0.51 and the P-value 
of P <0.01 <0.05, Ho is rejected and Ha is accepted. It can be 
concluded that empowering leadership has a positive and 
significant effect on lecturer performance.  

Hypothesis 2.  

Based on the path coefficient value of 0.00 and the P-value 
of P = 0.50, then Ho is accepted and Ha is rejected. It can be 

concluded that professionalism has a positive but insignificant 
effect on lecturer performance. 

Hypothesis 3.  

Based on the path coefficient value of 0.33 and the P-value 
of P <0.01 <0.05, Ho is rejected and Ha is accepted. It can be 
concluded that work motivation has a positive and significant 
effect on lecturer performance. 

 

Mediation Effect Test 

 

 

 

 

 

 

 

 

 
 
 

Source: WarpPLS 7.0 
Fig. 3. Testing the Direct Effect Research Model 
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Hypothesis 
Direct effect Indirect effect 

Path Coefficient P-value Path Coefficient P-value 

EL→Perf 0.55 P<0.01 0.51 P<0.01 

Pro→Perf 0.13 P=0.01 0.00 P=0.50 

Table 7: Recapitulation of Direct Effect and Indirect Effect Estimation Results 
Source: WarpPLS 7.0 data processing 

 
According to Hair (2017) and Kock (2011), as quoted by 

Sholihin & Ratmono (2021), the following factors should be 
considered when making mediation decisions: 1) Ho is 
accepted and Ha is rejected if the path coefficient from direct to 
indirect effect does not change and remains substantial. 2) 
Partial mediation occurs when the path coefficient from direct 
effect to indirect effect decreases but remains significant. 3) 
Full mediation is used when the route coefficient from direct to 
indirect influence decreases but becomes insignificant. 

Hypothesis 4.  

The path coefficient of the direct effect, which was formerly 

0.55, has become 0.51, although the P-value remains 
significant. Work motivation partially mediates (partial 
mediation) the effect of empowering leadership on lecturer 
performance. As a result, Ho is rejected and Ha is accepted. 

Hypothesis 5.  

The path coefficient of the direct effect to the indirect effect, 
which was 0.13, decreases to 0.00, and the P-value is no 
longer significant. Work motivation fully mediates (full 
mediation) the effect of professionalism on lecturer 
performance. As a result, Ho is rejected and Ha is accepted. 

 

Moderation Effect Test 

 
Hypothesis Path Coefficient P-value Explanation 

EL*WM→Perf -0.05 P=0.18 Negative (weaken) and Insignificant Moderation 

Pro*WM→Perf 0.16 P<0.01 Positive (able to strengthen) and Significant 
Moderation 

EL*S-E→Perf -0.07 P=0.11 Negative (weaken) and Insignificant Moderation 

Pro*LoC→Perf 0.02 P=0.36 Positive (able to strengthen) and Insignificant 
moderation 

Table 8: Estimation Results of Indirect Effect Moderation 
Source: WarpPLS 7.0  

 

Hypothesis 6.  

The test result shows the Path Coefficient of -0.05 with a P-
value of 0.18 ≥ 0.05, indicating that motivation decreases, but 
not significantly, the influence of empowering leadership on 
lecturer performance, Ha rejected and Ho accepted. 

Hypothesis 7.  

The test result shows the Path Coefficient value of 0.16 with 
a P-value <0.01 ≤ 0.05, indicating that work motivation 
significantly strengthens the influence of professionalism on 
lecturer performance, Ho rejected and Ha accepted. 

Hypothesis 8.  

The Path Coefficient value of -0.07 with a P-value of 0.11 
≥ 0.05 indicates that self-efficacy weakens, but not significantly, 
the influence of empowering leadership on lecturer 
performance, as Ha rejected and Ho accepted. 

Hypothesis 9.  

The Path Coefficient value of 0.02 with a P-value of < 0.36 
≥ 0.05 indicates that locus of control strengthens the influence 
of professionalism on lecturer performance, though not 
significantly, Ho rejected and Ha accepted. 

Other findings include that empowering leadership has a 
positive and significant effect on work motivation, so does 
professionalism. 

Discussion 

The influence of empowering leadership on 
lecturer performance. 

Empowering leadership has a positive and significant effect 
on the performance of permanent lecturers. The results of this 
study support the theory put forward by Amundsen and 
Martinsen (2014, 2015) that the role of employee 
empowerment lies in making employees independent and able 
to lead themselves. Self-leadership includes the skills and 
tactics used by individuals to propel themselves towards 
achieving higher levels of effectiveness and performance 
(Ahmed et al., 2017). Vecchio et al. (2010) found that leaders 
who share power with subordinates, in general, contribute to 
higher levels of job satisfaction and performance among these 
subordinates. Jones (2013) mentioned empowering leadership 
defined as a leader's ability to understand motivation and 
behavior. Showing a leader has an attitude of interest and care 
for his employees, can communicate effectively, and can 
inspire his employees. The results of this study are in line with 
the results of research conducted by (Ahearne et al., 2005; 
Dash & Vohra, 2019; Fitria et al., 2017; Hasbullah & Moeins, 
2016; Sarboini et al., 2018; Tung & Chang, 2011; Zhang & 
Gheibi, 2015), which resulted in research that empowerment 
leadership affects performance. The results of this study refute 
the results of research conducted by Tone et al. (2015) and 
Nurlaela et al. (2017), revealed there was no significant 
influence between leadership on performance. 
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The influence of lecturer professionalism on 
lecturer performance. 

Professionalism has a positive and insignificant effect on 
the performance of permanent lecturers. It means higher 
professionalism of the lecturer; the lecturer's performance will 
increase but not significantly with a 95% confidence level (error 
5%). The results of this study are in line with the research of 
Ramadika et al. (2014) concluded professionalism has no 
significant effect on auditor performance. A study conducted by 
Putra & Ariyanto (2012) reveals an insignificant effect of 
professionalism on performance. The results of this study are 
not in line with the results of research conducted by Trivena & 
Harisno (2014); Hasbullah & Moeins (2016); Basri et al. (2019) 
concluded that professionalism has a positive and significant 
effect on performance. 

The effect of work motivation on lecturer 
performance. 

Work motivation has a positive and significant effect on the 
performance of permanent lecturers. The results of this study 
support the theory proposed by Robbins (2008) reveals that 
performance is a function of the interaction between ability and 
motivation. If an individual ability and motivation are not 
following what is needed, it will harm his performance. Mathis & 
Jackson (2012) stated that the performance sought by the 
company from a person depends on the ability, motivation, and 
individual support received. The results of this study are in line 
with the results of research conducted by Pujiastuti et al. 
(2017), Wibisono et al. (2018), Sardjana et al. (2018), Sandrin 
et al. (2019), suggest that motivation has a significant effect on 
performance. The results of this study refute the results of Tone 
et al. (2015) found that work motivation on lecturer 
performance is evidenced by a negative direction, meaning that 
high motivation tends to reduce lecturer performance. 

Work motivation can mediate the influence of 
empowering leadership on lecturer performance. 

Work motivation partially mediates the influence of 
empowering leadership on performance. Work motivation 
mediates some of the effects of empowering leadership on 
lecturer performance. It means that the higher the empowering 
leadership of the head of the study program on the 
performance of the lecturers, the higher the performance level 
of the lecturers performed through work motivation. This form 
of partial mediation shows that work motivation is not the only 
mediating influence of empowering leadership on lecturer 
performance, which means there are other mediating factors. 
Research results Consistent research with Tung & Chang 
(2011) found that two indirect effects add to the direct effect of 
leadership empowerment on team performance, knowledge 
sharing mechanisms, and team cohesion. In other words, 
knowledge sharing and team cohesion, respectively, mediate 
the relationship between leadership empowerment and 
performance. Similarly, the results of research by Diputra et al. 
(2018) and Sappe et al. (2016) revealed motivation mediates 
positively and significantly the influence of leadership on 
performance. 

Work motivation can mediate the influence of 
lecturer professionalism on lecturer performance. 

The full mediation shows that work motivation is the only 
mediating influence of professionalism on lecturer performance 
by means that there are no other mediating factors. The results 
of this study support the opinion put forward by Robbins (2008), 

which explains a process of a person's willingness to achieve 
goals, conditioned by a person's ability or intensity in meeting 
his needs. Similarly, Carrel and Dittrich (Bangsawan et al., 
2020) emphasize the importance of awarding and recognizing 
employees according to their achievements. By providing 
rewards and recognition from the organization, employees will 
be encouraged to perform their abilities to work and increase 
work efforts, enabling them to advance their careers in the 
workplace. The study outcomes also support the research 
results of Pujiastuti et al. (2017) concluded that professional 
competence on the performance of economics teachers 
through work motivation was 28%. 

Work motivation can strengthen the influence of 
empowering leadership on lecturer performance. 

Work motivation minimizes the influence of empowering 
leadership on permanent lecturers' performance.  The 
difference is not significant, as evidenced by the effect size 
value of 0.007 ≥ 0.02 (small), 0.15 (medium), and 0.35 (large), 
which falls into the category of small influence. The findings of 
this study contradict the findings of Sundarsi & Wardiningsih 
(2012), who found that motivation moderates the effects of 
leadership on employee performance. As per Fadime & Kaban 
(2012) findings, work motivation strengthens the relationship 
between leadership and employee performance. According to 
expert analysis and previous studies, work motivation can 
strengthen the relationship between empowering leadership 
and lecturer performance. The higher a leader's empowerment 
and the lecturers' work motivation, the better the lecturers' 
performance in implementing the Tridharma. 

Work motivation can strengthen the influence of 
lecturer professionalism on lecturer performance. 

Work motivation can strengthen the influence of 
professionalism on the performance of permanent lecturers 
significantly, where the value is 0.027, belongs to the small 
influence category. The path coefficients value is 0.16, which 
means every increase in professionalism moderated by work 
motivation by 1 unit, which increases the performance of 
lecturers by 0.16. The results of this study confirm the opinion 
of Zee et al. (2018) that a person's performance achievement 
who is motivated by someone who does not have both internal 
and external motivation must be different. Since motivation 
influences a person's reaction and work process, lecturers' 
competency can be strengthened. Spencer & Spencer (1993) 
suggest competence as a person's underlying characteristics 
related to the effectiveness of individual performance in work or 
basic characteristics of individuals who have causal 
relationships or causal references are effective, primary, or 
superior achievers at work or in certain situations. The results 
of this study are following the results of research Tone (2018), 
shows that the role of work motivation as a moderate is proven 
to strengthen the influence of commitment and competence of 
lecturers in working under the Tridharma of higher education 
which consists of education, research and community service. 

Self-efficacy can strengthen the influence of 
empowering leadership on lecturer performance. 

Self-efficacy minimizes the influence of empowering 
leadership on the performance of permanent lecturers, 
however, this effect is not significant, as evidenced by the 
effect size value of 0.010 (R2 value), which falls into the 
category of small influence. This suggests that when 
empowering leadership improves, lecturer performance does 
not substantially increase, even though lecturers' self-efficacy 
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improves, but not significantly. The findings of this study 
contradict those of Dennerlein (2017) and Hao et al. (2017), 
who found that work variable-role self-efficacy could enhance 
the influence of empowering leadership on performance. 

Locus of control can strengthen the influence of 
lecturer professionalism on lecturer performance. 

Path Coefficient value = 0.02 and P-value < 0.36 < 0.05 
with an R2 value from the effect size is 0.003, falls into the 
category of small influence. Locus of control can strengthen the 
professionalism influence on the performance of permanent 
lecturers in private universities in Jambi and Riau Provinces, 
but not significantly. The path coefficients value is 0.02, which 
means that every increase in professionalism that moderated 
locus of control by 1 unit will increase the performance of 
lecturers by 0.02. It means that the higher the professionalism 
of the lecturers, the better the performance of the lecturers 
because the locus of control factor owned by the lecturers is 
also higher with a 95% confidence level (error 5%). 
Furthermore, Ho rejected, and Ha accepted. The results of this 
study are following the research results of Ratnawati (2020) 
and Gautama & Dwirandra (2017). Based on expert opinion 
and previous research, it concluded that in addition to work 
motivation, locus of control able to strengthen the relationship 
between professionalism and lecturer performance in 
implementing the Tridharma. 

 

Conclusion 

The study's findings include that the fit and quality index 
models have validated their value; with results are as follows: 
empowering leadership has a positive and significant effect on 
lecturer performance; professionalism has a positive but not 
significant effect on lecturer performance; work motivation has 
a positive and significant effect on lecturer performance; work 
motivation partially mediates the effect of empowering 
leadership on lecturer performance; work motivation fully 
mediates the effect of professionalism on lecturer performance; 
motivation weakens the effect of empowering leadership on 
lecturer performance but not significantly; work motivation can 
significantly strengthen the influence of professionalism on 
lecturer performance; self-efficacy weakens the effect of 
empowering leadership on lecturer performance but not 
significantly; locus of control can strengthen the influence of 
professionalism on lecturer performance but not significantly. 
Other findings outside the hypothesis proposed by the authors 
are empowering leadership which has a positive and significant 
effect on lecturers' work motivation, and professionalism has a 
positive and significant effect on the work motivation of 
permanent lecturers at private high schools in Jambi and Riau 
provinces. 

Limitation 

The following are some of the study's limitations: 1) 
According to the required number of samples, the number of 
respondents was only 317, which does not represent the actual 
situation; 2) The research focuses solely on the performance of 
permanent lecturers in universities and excludes non-
permanent lecturers. 3) Because the authors are unable to 
attend the universities due to the pandemic, the information 
provided to respondents via questionnaires is collected using 
Google Forms. 
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