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Abstract

Purpose: This study aims to develop hypotheses for future research
l by reviewing the relationships between competence, motivation, self-

efficacy, remuneration, and lecturer performance.

ResearchMethodology: A descriptive qualitative approach was
employed through a literature review. Secondary data were collected
from academic databases including Scopus, Web of Science, Taylor
& Francis, Springer, Elsevier, SINTA, DOAJ, and Google Scholar.
One empirical study was selected for each variable category to

support the review. Empirical findings from the literature were

Article History analyzed and synthesized to identify patterns and construct theoretical
Received on 18 May 2025 relationships.

1% Revision on 04 June 2025 Results: The study reveals ten significant relationships: (1)
2" Revision on 25 June 2025 Competence, motivation, and self-efficacy each positively influence
Accepted on 3 July 2025 remuneration; (2) All three variables also directly affect lecturer

performance; (3) Remuneration has a positive effect on lecturer
performance; and (4) Remuneration mediates the effects of
competence, motivation, and self-efficacy on lecturer performance.
Statistical results from reviewed studies show that competence (p =
0.58), motivation (B = 0.49), and self-efficacy ( = 0.45) have strong
direct effects on lecturer performance, with remuneration acting as a
significant mediator (p < 0.05).

Conclusions: Competence, motivation, and self-efficacy are critical
factors influencing both remuneration and lecturer performance.
Remuneration plays a mediating role, amplifying these effects. The
findings provide a theoretical basis for future empirical testing.
Limitations: This review focuses exclusively on individual-level
variables, excluding organizational and policy-level influences. The
generalization of the findings may be limited by the selection of
reviewed studies.

Contribution: The study contributes to the development of a
conceptual framework on lecturer performance and highlights
remuneration as a key mediating variable. It offers new insights into
performance-related factors in the Indonesian higher education
context.
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1. Introduction

Education is the cornerstone of national development. In an increasingly competitive global context,
the education sector is expected to produce excellent, adaptable, and highly competitive human
resources. Lecturers are one of the important pillars of the higher education system as agents of
intellectual and academic change. The performance of lecturers greatly affects the quality of the
implementation of the Tri Dharma Perguruan Tinggi (Three Pillars of Higher Education), which
includes teaching, research, and community service.

The performance of lecturers in Indonesia is key to achieving high-quality and globally competitive
higher education. However, structural and systemic challenges have prevented lecturers at many public
(PTN) and private (PTS) universities from performing at their best level. According to data from the
Ministry of Education, Culture, Research, and Technology, only 18% of the 308.757 lecturers in
Indonesia meet the ideal productivity standard of four scientific publications per year. Meanwhile, 65%
of private universities struggle to improve faculty performance because of limited resources (BPS,
2022). In addition to performance-related challenges, lecturer turnover has emerged as a serious issue
in higher-education institutions. According to the JobStreet Employment Outlook 2023 report, the
overall employee turnover rate in Indonesia reached 18.3%, with the education sector showing one of
the highest turnover rates among professional occupations. This highlights a broader concern regarding
the sustainability of lecturer retention and performance.
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Figure 1. Research Output by Scopus Overall year 2020-2024
Source: sinta.kemdikbud.go.id

The figure above shows a graph of the research output from the Scopus Overall database from 2020 to
2024. The output is categorized into three types of publications: Conference (orange), Book & Other
(yellow), and Journal (green). The graph illustrates the evolution of academic publication productivity,
reflecting the performance of lecturers and researchers over the past five years. In general, journal
publications dominate the research output each year and show a significant upward trend. In 2020, the
number of Scopus-indexed journal articles was 31,344, which then dropped to 28,284 in 2021. However,
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this figure increased again in subsequent years: 30,859 in 2022, 35,633 in 2023, and a peak of 40,014
in 2024. This increase demonstrates that journal publications remain a top priority for achieving
research performance in higher education in Indonesia.

Meanwhile, conference output showed a fluctuating and declining trend during this period. In 2020, the
conference output was 23,558; however, it only increased slightly to 23,989 in 2021. There was a sharp
decline in 2022 to 12,948, likely due to the restrictions imposed by the pandemic, which disrupted both
in-person and virtual conferences and meetings. Although there was an increase in 2023 to 20,542
publications, the number decreased again in 2024 to 16,641. These fluctuations indicate instability in
conference forum participation and publication, highlighting the need to strengthen strategies that
support and facilitate faculty participation in international academic events. The Book & Other category
consistently showed a slight increase, although it had the smallest contribution each year. After
dropping from 1,467 publications in 2020 to 1,350 in 2021, it began to rise slowly, reaching 2,214 by
2024. Thus, while journal publications have grown significantly, contributions from conferences have
declined significantly, necessitating special attention from higher education institutions and the
government to ensure the sustainability of productivity across all types of internationally recognized
scientific publications in the future.

1.1. Formulation of the Problem

Based on the background of the problem above, this study seeks to answer the following research
questions:

1. Does competence affect remuneration

2. Does motivation affect remuneration

3. Does self-efficacy affect remuneration (salary)?

4. Does competence affect lecturer’s performance?

5. Does motivation influence lecturer performance?

6. Does self-efficacy influence lecturer performance?

7. Does remuneration influence lecturer performance?

8. Does competence influence lecturer performance through remuneration?

9. Does motivation influence lecturer performance through remuneration or not?

10. Does self-efficacy influence lecturer performance through remuneration effects?

2. Literature review

2.1. Lecturer Performance

Lecture performance is the outcome demonstrated by faculty members in fulfilling their duties under
the three pillars of higher education: education, research, and community services. Performance is
measured by quality, quantity, timeliness, and accountability in academic environments (Atikah &
Qomariah, 2020). Indicators or dimensions of lecturer performance include: 1) Teaching: The quality
and effectiveness of lecturers in designing and delivering material and evaluating student learning
outcomes; 2) Research: The activities of lecturers in conducting scientific research that results in
publications, journals, or innovations; 3) Community service: The active participation of lecturers in
contributing their knowledge and expertise to the community; 4) Academic Support Activities:
Involvement in activities such as seminars, workshops, campus committees, and student mentoring
(Hartini, Sapinah, Wardhana, & Rahmawati, 2023). Lecturer performance variables have been studied
and are relevant to the research conducted by (Nurtjahjani, Ahamed, Puspita, Batubulan, & Novitasari,
2025; Sutoro, 2021; Wahyudi, 2022; Wibowo et al., 2020).

2.2. Remuneration

Remuneration is a reward or compensation given to employees or lecturers for their contributions and
performance. This may be in the form of a basic salary, allowances, or other incentives. The purpose of
this is to improve welfare and work motivation (Salehi, Ajel, & Zimon, 2023). Remuneration is another
factor that determines lecturer performance. Fair and transparent compensation systems are positively
correlated with employee work engagement and retention. Remuneration mediates the relationship
between motivation and job performance of lecturers in private Indonesian universities.

2025 | Annals of Human Resource Management Research/ Vol 5 No 2, 285-299
287



The indicators or dimensions included in remuneration include: 1) Basic Salary: The main
compensation received by lecturers based on their position, rank, or length of service; 2) Functional and
structural allowances: Additional income based on the academic or administrative position held; 3)
Performance incentives: Bonuses or additional income based on specific achievements or workload;
and 4) Welfare allowances: Supporting facilities such as health, transportation, housing, or retirement
benefits (Putra & Gupron, 2020). Remuneration variables have been studied and are relevant to the
research conducted by (Kibambila and Ismail (2021), Paulus_(2023), Werdati_et al. (2020), and
Widiastutik et al. (2022).

2.3. Competence

Competence is a set of knowledge, skills, attitudes, and behaviors that enable a person to perform their
duties effectively and professionally. For a lecturer, this includes pedagogical, personal, social, and
professional abilities (Susanto, Simarmata, Febrian, Wahdiniawati, & Suryawan, 2024). Pedagogical
and professional competence significantly predicted the academic performance of higher education
instructors in Indonesia. The indicators or dimensions contained in the competencies include: 1)
Pedagogical Competence: The ability of lecturers to manage learning, understand student characteristics,
and design teaching strategies; 2) Professional competence: Mastery of scientific material and the
ability to develop oneself in accordance with one's field of expertise; 3) Social competence: The ability
to communicate and interact effectively with students, colleagues, and the community; 4) Personality
Competence: Moral integrity, ethics, emotional stability, and exemplary behavior in academic life.
Competency variables have been studied and are relevant to the research conducted by (Hasan et al.
(2023), Pakpahan and Aulia (2022), and Susanto et al. (2023).

2.4. Motivation

Motivation is an internal or external drive that encourages someone to act or work toward achieving a
specific goal. In the context of lecturers, motivation includes the desire to develop, contribute and
achieve academic success (Susanto et al., 2024). Indicators or dimensions of motivation include: 1)
intrinsic motivation: internal drives, such as personal satisfaction, interest, and enthusiasm for work; 2)
extrinsic motivation: external influences, such as awards, salary, promotion, or recognition; 3) goals
and expectations: clarity of direction and targets to be achieved by lecturers in their careers; and 4)
commitment and dedication: the level of seriousness and loyalty with which academic duties and
responsibilities are carried out (Widodo, 2021). Motivational variables have been studied and are
relevant to the research conducted by (Ali, Istianingsih, & Farhan, 2022; Maharani & Saputra, 2021;

Saputra, 2021).

2.5. Self-Efficacy

Self-efficacy is an individual's belief in their ability to organize and carry out the actions necessary to
achieve a specific goal. In the context of lecturers, self-efficacy can influence confidence in teaching,
researching, and carrying out other academic responsibilities (Zeeshan, Ng, Ho, & Jantan, 2021).
Indicators or dimensions of self-efficacy include: 1) Confidence in Teaching Ability: The extent to
which lecturers believe they can manage classes and deliver material effectively; 2) Ability to
Overcome Academic Challenges: The ability to deal with obstacles or barriers in educational and
research tasks; 3) confidence in decision-making, the courage of lecturers to act and make appropriate
decisions within the scope of their duties; and 4) Independence in Development: The initiative and
ability of lecturers to learn independently and continuously improve. The variable of self-efficacy has
been studied and is relevant to the research conducted by Demir ( 2020) and Yagil et al. (2023).

2.6. Previous Research
Based on the problem statement and literature above, previous studies relevant to this study are as
follows.
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Table 1. Relevant Previous Research

No  Author (Year) Research Results Similarities With This Differences  With
Article This Article
1 Bakhmat et -Digital Environment This article has The difference lies
al. (2023) Variables Affect similarities in examining in  the  Digital
Remuneration in Higher the variable of Environment
Education Institutions Competence in  the variable as another
independent variable and independent
-Competency  Variables examining the variable of variable.
Affect Remuneration in Remuneration in the
Higher Education dependent variable.
Institutions
2 Hamdani and -Motivational  variables This article has The difference lies
Maulani influence  remuneration similarities in examining in the variable of
(2020) and  performance  of the variable of leadership as
university lecturers Motivation as  the another independent
independent variable and variable.
-Leadership variables examining the variable of
influence  remuneration Remuneration as the
and  performance of dependent variable.
university lecturers
3 Abror, -Self-efficacy ~ variables This article has The difference lies
Patrisia influence remuneration in similarities in examining in the variables of
Syahrizal, higher education the variable of Self- Employee
Sarianti, and Efficacy in the Involvement  and
Dastgir -Employee  engagement independent variable and Employee Loyalty
(2020) variables influence examining the variable of as other
remuneration in higher Remuneration in the independent
education dependent variable. variables.
-Employee loyalty
variables influence
remuneration in higher
education
4 Rahardja, -Competence  variables This article has The difference lies
Lutfiani influence lecturer similarities in examining in the
Rafika, and performance in higher the variable of Organizational
Harahap education Competence in  the Climate variable as
(2020) independent variable and another independent
-Organizational ~ climate examining the variable of variable.
variables influence Lecturer Performance in
lecturer performance in the dependent variable.
higher education
5 Hamdani and -Motivational  variables This article has The difference lies
Maulani influence  remuneration similarities in examining in the variable of
(2020) and  performance  of the variable of leadership as
university lecturers Motivation as  the another independent

-Leadership variables
influence  remuneration
and  performance  of
university lecturers

independent variable and
examining the variable of
Lecturer Performance as
the dependent variable.

variable.
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6.

9

10

Andres

(2020)

Abboh

ajid,
Fareed, and
Abdussalaam

(2024)

<

Asih (2023)

Nurtjahjani,
Batilmurik
and  Pribadi

(2021)

Cahyani,
Sofyani, and
Putra (2024)

-Active Teaching Variables
influence Lecturer
Performance

-Self-Efficacy  Variables

influence Lecturer
Performance

-Learning Behaviors
Variables influence
Lecturer Performance

-The variable of employee
involvement affects
lecturer performance

-The variable of
remuneration affects
lecturer performance

-Competency  variables
affect lecturer performance
through remuneration

-Career development
variables affect lecturer
performance through
remuneration

-Infrastructure  variables
affect lecturer performance
through remuneration

-Motivational  variables
influence lecturer
performance mediated by
remuneration

-Transformational
leadership variables
influence lecturer

performance mediated by
remuneration

-Self-efficacy variable
affects lecturer
performance mediated by
remuneration

This article has
similarities in examining
the wvariable of Self-
Efficacy in the
independent variable and
examining the variable of
Lecturer Performance in
the dependent variable.

This article has
similarities in examining
the variable of
remuneration as the

independent variable and
examining the variable of
lecturer performance as
the dependent variable.

This article has
similarities in examining
the variable of
Competence in  the

independent variable and
examining the variable of
Lecturer Performance in
the dependent variable.
Then, the variable of
Remuneration is used as
the
intervening/mediating
variable.

This article has
similarities in examining
the variable of
Motivation in the
independent variable and
examining the variable of
Lecturer Performance in
the dependent wvariable
and the wvariable of
Remuneration in the
intervening/mediating
variable.

This article has
similarities in examining

the variable of Self-
Efficacy in the
independent  variable,

examining the variable of

Another difference

is found in the
variables Active
Teaching and
Learning Behaviors
as other
independent
variables.

Another difference
is found in the
Employee
Involvement
variable as another
independent
variable.

Another difference
is found in the
variables of Career

Development  and
Infrastructure as
other independent
variables.

The difference lies
n the other
independent
variable, = namely
Transformational
Leadership.

The difference lies

in the other
independent
variables, namely

Input and Output
Control.
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-Input control variable Lecturer Performance in

affects lecturer the dependent variable,
performance mediated by and  examining  the
remuneration variable of

Remuneration in the
-Output variable affects intervening/mediating
lecturer performance variable.
mediated by remuneration

Based on the literature review and previous research findings, the hypotheses proposed in this study are
as follows:

Table 2. List of Research Hypotheses
No Hipotesis

H1 Competence has a positive effect on remuneration.

H2 Motivation has a positive effect on remuneration.

H3 Self-efficacy has a positive effect on remuneration.

H4 Competence has a positive effect on lecturer performance.
HS5 Motivation has a positive effect on lecturer performance.
Hé6 Self-efficacy has a positive effect on lecturer performance.

H7 Remuneration has a positive effect on lecturer performance.

HS8 Remuneration mediates the effect of competence on lecturer performance.
H9 Remuneration mediates the effect of motivation on lecturer performance.
H10 Remuneration mediates the effect of self-efficacy on lecturer performance.

3. Methodology

This study adopted a descriptive qualitative approach using a structured literature review. This approach
was selected to enable an in-depth understanding of lecturer performance by analyzing the core
constructs of competence, motivation, self-efficacy, and remuneration. The literature review technique
is particularly suitable for synthesizing conceptual frameworks and identifying patterns across previous
empirical studies (Bans-Akutey, 2025). To ensure analytical rigor, a purposive sampling strategy was
employed, with a minimum of one high-quality empirical study selected for each construct selected.
The sources were drawn from reputable academic databases such as Scopus, Web of Science, Springer,
Taylor & Francis, SINTA, and DOAJ, ensuring their adequate scope and relevance. The selection
criteria included theoretical contributions, methodological robustness, and alignment with the research
variables.

Construct validity was addressed by referencing established theoretical frameworks to define each
construct, such as competence, motivation, and self-efficacy, and matching them with operational
indicators in the reviewed literature (Williams & Rhodes, 2016). This alignment between the theoretical
definitions and empirical indicators strengthens the conceptual consistency of this study. Reliability
was enhanced through the use of source triangulation. By incorporating multiple peer-reviewed journals
and academic platforms (e.g., Thomson Reuters Journal, Emerald, Sage, EBSCO, Publish or Perish,
and Google Scholar), this study ensured consistency in the findings and reduced bias. This
comprehensive approach supports the credibility and trustworthiness of the data used to explore lecturer
performance (Silitonga et al., 2017).

4. Results and discussion

4.1. The Influence of Competence on Remuneration

Based on a literature review and relevant previous research, it can be stated that competence influences
remuneration in public and private universities. To improve remuneration through competence, public
and private universities must do the following: 1) Pedagogical competence: The ability of lecturers to
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understand student characteristics, design effective learning, and manage classes using appropriate
methods and approaches; 2) Professional competence: Mastery of the subject matter being taught in
depth, as well as the ability to continuously update knowledge in line with developments; 3) Social
competence The ability to establish harmonious communication and interaction with students,
colleagues, leaders, and the general public; and 4) Personality competencies: The ability to demonstrate
integrity, ethics, responsibility, maturity, and exemplary behavior in carrying out academic duties and
daily life

If public/private universities can implement pedagogical, professional, social, and personal
competencies, it will have an impact on remuneration, which includes: 1) Basic salary: Salary
adjustments based on academic rank or achievements, which are often influenced by improvements in
individual competencies; 2) Functional and structural allowances: Additional income for lecturers who
hold certain functional positions (such as Lecturer, Senior Lecturer, Professor), or who hold structural
positions within the campus; 3) Work incentives: Bonuses or additional income for performance
achievements such as scientific publications, research grants, or contributions to institutional activities;
4) Welfare allowances: Additional facilities such as health allowances, transportation, scholarships for
further studies, and pension programs that are usually given to lecturers with good contributions and
performance. The results of this study are in line with previous research conducted by Putra and Gupron
(2020), which states that there is an influence between competence and remuneration.

4.2. The Influence of Motivation on Remuneration

Based on a review of the relevant literature and previous studies, it can be stated that motivation
influences remuneration in public and private universities. To improve remuneration through
motivation, public and private universities should: 1) Intrinsic motivation: Lecturers with strong
intrinsic motivation usually work with dedication without always needing to be directed, and produce
long-term impacts for the institution; 2) Extrinsic motivation: Strengthening extrinsic motivation
through a reward or incentive system will encourage lecturers to work harder to achieve performance
targets; 3) Goals and expectations: When lecturers have clear career goals and realistic expectations of
the institution, they will be motivated to achieve, which will have an impact on productivity; 4)
Commitment and dedication: Lecturers who are highly committed to their work will show loyalty to
the institution and dedication in carrying out their educational, research, and community service duties.

If public/private universities can implement intrinsic and extrinsic motivation, goals and expectations,
commitment and dedication, this will have an impact on remuneration, which includes: 1) Basic salary:
A fixed salary based on rank and functional position, which can increase with consistent performance
and work motivation; 2) Functional and structural allowances: Given to lecturers who actively carry out
academic or structural functions, which are usually influenced by enthusiasm and motivation in
accepting greater responsibilities; 3) Work incentives: Additional income based on performance
achievements, such as journal publications, grant acquisitions, teaching hours, and proactive
contributions to institutional activities; and 4) Welfare allowances: Transportation, health, further study
scholarships, and other allowances, which are usually given as a form of appreciation to lecturers who
demonstrate high performance and work motivation. The results of this study are in line with previous
research conducted by Hamdani and Maulani (2020), who stated that there is an influence between
motivation and remuneration.

4.3. The Influence of Self-Efficacy on Remuneration

Based on a literature review and relevant previous research, it is stated that self-efficacy influences
remuneration in public and private universities. To improve remuneration through self-efficacy,
public/private universities should: 1) Belief in teaching ability: Lecturers who are confident in their
teaching abilities tend to deliver material well, use innovative teaching methods, and inspire students;
2) Ability to overcome academic challenges: Lecturers who are able to overcome challenges are
considered to have high competence, which influences incentives and allowances; 3) Confidence in
decision-making: Lecturers who are confident in making academic and managerial decisions
demonstrate leadership and independence; 4) Independence in development: Lecturers with high self-
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efficacy usually have the drive to continue learning, write scientific publications, participate in training,
and expand their academic networks.

If public/private universities can implement confidence in teaching ability, ability to overcome
academic challenges, confidence in decision making, and independence in development, it will have an
impact on remuneration, which includes: 1) Basic salary: May increase with promotions in functional
positions earned through faculty members' confidence and ability to effectively fulfill their academic
responsibilities; 2) Functional and structural allowances: Faculty members who are active and
demonstrate leadership and responsibility are often trusted to hold structural positions or high-ranking
functional roles, which come with larger allowances; 3) Work incentives: Lecturers with high self-
efficacy are more productive in this field, so they are entitled to greater incentives; 4) Welfare
allowances: Institutions tend to provide additional allowances to lecturers who show initiative and
independence in self-development because they are seen as important long-term assets. The results of
this study are consistent with those of previous research conducted by Abror et al. (2020),
which stated that there is a relationship between self-efficacy and remuneration.

4.4. The Influence of Competence on Lecturer Performance

Based on a literature review and relevant previous studies, it can be stated that competence influences
lecturer performance in public and private universities. To improve lecturer performance through
competence, public/private universities must do the following: 1) Pedagogical competence: This
competence involves an understanding of learning theory, the use of innovative teaching methods, and
the ability to utilize learning technology; 2) Professional competence: Professional lecturers are able to
produce scientific works, accredited publications, and are active in academic seminars or conferences;
3) Social competence: Lecturers with high social skills will be more capable of carrying out community
service collaboratively and with a tangible impact; and 4) Personality competencies: These include
moral integrity, professional ethics, discipline, and exemplary behavior that reflect the positive
personality of an educator.

If public/private universities can implement pedagogical, professional, social, and personality
competencies, it will have an impact on lecturer performance, including: 1) Teaching: Improved
effectiveness in delivering material, interesting learning methods, and student learning outcomes; 2)
Research: Lecturers become more active in conducting research, producing scientific publications, and
obtaining national and international research grants; 3) Community service: Community service
activities become more relevant and beneficial to the community because they are supported by the
ability to interact and understand social needs; and 4) Academic support activities: Lecturers are able
to carry out administrative tasks, guidance, academic committees, and curriculum development with
responsibility and expertise. The results of this study are in line with those of previous studies conducted
by Rahardja et al. (2020), which stated that there is an influence between competence and lecturer
performance.

4.5. The Influence of Motivation on Lecturer Performance

Based on a literature review and previous relevant research, it is stated that motivation influences
lecturer performance in public and private universities. To improve lecturer performance through
motivation, public/private universities must do the following: 1) intrinsic motivation: This is a drive
that comes from within the lecturer, such as satisfaction when teaching, a desire to share knowledge,
and inner satisfaction when seeing students succeed; 2) extrinsic motivation: This is related to external
factors such as awards, incentives, career paths, and institutional recognition; 3) goals and expectations:
Lecturers who have clear professional goals and aspirations for growth will have a strong drive to
complete their tasks well; 4) commitment and dedication: Lecturers who have high loyalty and
dedication will be actively involved in academic support activities, such as mentoring students,
developing curricula, and participating in institutional development.

If public/private universities can apply intrinsic and extrinsic motivation, goals and expectations,
commitment and dedication, it will have an impact on lecturer performance, including: 1) Teaching:
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Lecturers will be more focused on preparing materials, using interactive methods, and building positive
relationships with students; 2) Research: High motivation encourages lecturers to actively conduct
research, produce publications, and seek solutions to various academic and social problems; 3)
Community service: Lecturers will be more motivated to carry out community service programs that
are practical, applicable, and relevant to the needs of the community; and 4) Academic support
activities: Motivation also makes lecturers more willing to get involved in campus organizations,
committees, student mentoring, and improving the overall quality of the institution. The results of this
study are in line with previous research conducted by Hamdani and Maulani (2020), which states that
there is an influence between motivation and lecturer performance.

4.6. The Influence of Self-Efficacy on Lecturer Performance

Based on a literature review and relevant previous research, it is stated that self-efficacy influences
lecturer performance in public and private universities. To improve lecturer performance through self-
efficacy, public/private universities must: 1) confidence in teaching abilities: universities must provide
training and workshops that focus on developing teaching skills; 2) ability to overcome academic
challenges: universities need to create a supportive environment where lecturers can share experiences
and strategies in facing academic challenges; 3) confidence in decision making: lecturers need to be
involved in the decision-making process at the faculty or study program level; 4) independence in
development: universities must provide space for lecturers to develop themselves independently,
whether through research, publications, or curriculum development.

If public/private higher education institutions can implement confidence in teaching ability, ability to
overcome academic challenges, confidence in decision making, and independence in development, it
will have an impact on lecturer performance, including: 1) Teaching: Lecturers who have high self-
efficacy tend to be more confident in teaching, thereby creating a more interactive and interesting
learning atmosphere for students; 2) Research: Lecturers who are confident in their ability to conduct
research will be more active in producing scientific works, participating in conferences, and obtaining
research funding; 3) Community service: Lecturers who are confident in their ability to contribute to
society will be more involved in community service activities, which can improve relations between
universities and the community and have a positive impact on the community; and 4) Academic support
activities: Lecturers who have high self-efficacy will be more active in academic support activities, such
as seminars, workshops, and inter-institutional collaborations. The results of this study are in line with
previous research conducted by Andres (2020), which states that there is an influence between self-
efficacy and lecturer performance.

4.7. The Influence of Remuneration on Lecturer Performance

Based on a review of the relevant literature and previous studies, it can be stated that remuneration
influences lecturer performance at public and private universities. To improve lecturer performance
through remuneration, public and private universities must do the following: 1) Basic salary: Higher
education institutions must set a competitive basic salary in line with industry standards and the level
of education and experience of lecturers; 2) Functional and structural allowances: Higher education
institutions need to ensure that these allowances are commensurate with the responsibilities and
workload of lecturers; 3) Work incentives: Higher education institutions can provide incentives based
on lecturers' performance, such as achievements in teaching, research, or community service; 4) Welfare
allowances: Welfare allowances include various forms of support, such as health allowances, children's
education, and other facilities.

If public/private higher education institutions can implement basic salaries, functional and structural
allowances, work incentives, and welfare allowances, this will have an impact on faculty performance,
including: 1) Teaching: Faculty members who receive adequate remuneration are more motivated to
provide quality teaching. They will be more committed to developing innovative and engaging teaching
methods for students; 2) Research: Competitive remuneration can encourage lecturers to be more active
in research. Lecturers who feel valued will be more motivated to produce scientific publications and
participate in conferences; 3) Community service: Lecturers who receive good financial support will be
more able to engage in community service activities; 4) Academic support activities: Good
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remuneration can encourage lecturers to participate in academic support activities, such as seminars,
workshops, and collaborations with other institutions. The results of this study are in line with
previous research conducted by Abboh et al. (2024), which states that remuneration influences
lecturer performance.

4.8. The Influence of Competence on Lecturer Performance through Remuneration

Based on a literature review and relevant previous research, it is stated that competence influences
lecturer performance through remuneration in public and private universities. To improve lecturer
performance through remuneration and competence, public/private universities must do the following:
1) Basic salary: Providing a basic salary commensurate with lecturers' qualifications and experience
will increase financial security and commitment to their primary duties of teaching and learning; 2)
Functional and structural allowances: Recognition of lecturers' functional positions and structural roles
encourages increased responsibility and enthusiasm to continue improving their competencies; 3) Work
incentives: Providing performance-based incentives, such as additional allowances for publications or
tridharma activities, can increase motivation to be more productive in teaching, research, and
community service; 4) Welfare allowances: Allowances such as insurance, scholarships for children, or
other facilities contribute to improving the overall welfare of lecturers so that they can focus more on
their academic duties; 5) Pedagogical competence: The ability to design, manage, and evaluate the
learning process encourages improved teaching performance, both in terms of methodology and student
learning outcomes; 6) Professional competence: Mastery of academic material and expertise in a field
of study supports improved research quality, with meaningful contributions to scientific development
and scientific publications; 7) Social competence: The ability to establish healthy professional
relationships with students, colleagues, and the community will strengthen the role of lecturers in
community service; and 8) Personality competence: The integrity, ethics, responsibility, and
independence of lecturers greatly influence their contribution to academic support activities.

If public/private universities can implement basic salaries, functional and structural allowances, work
incentives, welfare allowances, pedagogical competencies, professional competencies, social
competencies, and personal competencies, this will have an impact on lecturers' performance, including:
1) Teaching: Improved quality of teaching methods, materials, and student learning outcomes; 2)
Research: Increased number and quality of scientific publications and competitive research; 3)
Community service: Implementation of programs that are more responsive, applicable, and have a real
impact; and 4) Academic support activities: Active involvement in institutional activities, academic
organizations, and educational innovation. The results of this study are consistent with previous
research conducted by Asih (2023), which states that there is an influence between competence and
lecturer performance through R.

4.9. The Influence of Motivation on Lecturer Performance through Remuneration

Based on a literature review and relevant previous research, it is stated that motivation influences
lecturer performance through remuneration in public and private universities. To improve lecturer
performance through remuneration and motivation, public/private universities must do the following:
1) Basic salary: Providing a decent basic salary in accordance with qualifications and workload is the
main foundation for building a sense of security; 2) Functional and structural allowances: Recognition
of academic and administrative positions through allowances fosters a sense of pride and strengthens
lecturers' loyalty in improving the quality of teaching and academic management; 3) Work incentives:
These serve as direct incentives for lecturers to be more productive in research, teaching, and other
campus activities; 4) Welfare allowances: Providing welfare facilities can strengthen the work-life
balance of lecturers, leading to optimal performance; 5) Intrinsic motivation: Internal motivation can
be fostered through a positive work culture and individual empowerment; 6) Extrinsic motivation:
Awards, recognition, promotions, and financial compensation strengthen lecturers' external motivation,
which can trigger enthusiasm to perform better; 7) Goals and expectations: Setting clear, realistic, and
measurable academic targets helps lecturers have a structured work direction and expectations for
growth in their academic and professional careers; 8) Commitment and dedication: Lecturers who feel
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valued will show higher loyalty and dedication to the institution, which is reflected in their commitment
to continuously improve the quality of the three pillars of higher education.

If public/private universities can implement basic salaries, functional and structural allowances, work
incentives, welfare allowances, intrinsic and extrinsic motivation, goals and expectations, commitment,
and dedication, it will have an impact on lecturers' performance, including: 1) Teaching: Lecturers will
be more innovative in developing teaching methods, active in guiding students, and consistent in
evaluating learning outcomes; 2) Research: Lecturers will be more enthusiastic in conducting quality
research, active in scientific publications, and involved in competitive grants and academic
collaborations; 3) Community service: Strong motivation will encourage lecturers to apply their
knowledge directly in solving social and economic problems in the community; 4) Academic support
activities: Lecturers will be active in activities such as curriculum development, committee work,
accreditation, and academic organizations because they feel a moral responsibility for the advancement
of the institution. The results of this study are in line with previous research conducted by Nurtjahjani
et al. (2021), which states that there is an influence of motivation on lecturer performance through
remuneration.

4.10. The Influence of Self-Efficacy on Lecturer Performance through Remuneration

Based on a literature review and relevant previous research, it is stated that self-efficacy influences
lecturer performance through remuneration in public and private universities. To improve lecturer
performance through remuneration and self-efficacy, public/private universities should: 1) Basic salary:
Providing a basic salary that is proportional to the qualifications and responsibilities of lecturers will
increase their confidence in carrying out teaching, research, and community service; 2) Functional and
structural allowances: Recognition of functional and structural positions provides psychological
reinforcement for lecturers to believe in their capacity to lead, manage classes, and carry out academic
and administrative functions; 3) Work incentives: Productivity-based incentives motivate lecturers to
develop their potential and maintain confidence in overcoming academic challenges; 4) Welfare
allowances: Work support improves emotional stability and creates a more conducive environment for
lecturers to develop independently and professionally; 5) Confidence in teaching abilities: When
lecturers have confidence in delivering material, managing classes, and assessing students, the quality
of teaching will improve significantly; 6) Ability to overcome academic challenges: Lecturers who are
able to cope with deadline pressure, curriculum changes, or classroom dynamics will be more adaptive
and remain productive amid challenges; 7) Confidence in decision-making: Self-efficacy helps lecturers
make the right decisions in learning, research, and academic management, without hesitation or
excessive dependence on others; and 8) Independence in development: Lecturers with high self-efficacy
will actively seek opportunities for self-development such as training, seminars, or research
collaboration, without waiting for instructions.

If public/private universities can implement basic salaries, functional and structural allowances, work
incentives, welfare allowances, confidence in teaching abilities, ability to overcome academic
challenges, confidence in decision-making, and independence in development, it will have an impact
on lecturer performance, including: 1) Teaching: Lecturers are more confident and creative in delivering
material, adapting methods to student needs, and actively being involved in learning evaluation; 2)
Research: Self-efficacy encourages lecturers to continue researching, publishing scientific works, and
competing for grants because they feel capable of contributing to their field of study; 3) Community
service: Lecturers who are confident in their abilities will be more proactive and actively involved in
relevant and impactful community service programs; 4) Academic support activities: Lecturers will
show high participation in internal activities such as curriculum development, committee work, quality
assurance, and mentoring students and junior lecturers. The results of this study align with those of
Cahyani et al. (2024), who stated that there is an influence of self-efficacy on faculty performance
through remuneration.
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5. Conclusions

5.1. Conclusion

Based on the problem formulation, results, and discussion presented, this study concludes that
competence, motivation, and self-efficacy significantly influence remuneration. These three variables
also directly affect the lecturer’s performance. Moreover, remuneration influences lecturer performance
and serves as a mediating variable in the relationship between competence, motivation, self-efficacy,
and performance. These findings underscore the roles of individual capabilities and equitable reward
systems in supporting sustainable academic performance. To reduce turnover intention among lecturers,
institutions can apply these findings by strengthening professional development programs that enhance
their competence and self-efficacy. Offering meaningful tasks, recognition, and opportunities for
autonomy can foster intrinsic motivation among employees.

Additionally, implementing fair, transparent, and performance-based remuneration systems will not
only reward contributions, but also increase institutional commitment. By aligning individual needs
with organizational rewards, institutions can reduce dissatisfaction and the desire to leave, thereby
improving their long-term retention. However, this study is limited by its reliance on secondary data
from literature reviews and does not include direct empirical testing. As a result, it may not capture the
contextual variations across different institutional settings. Future research should empirically test this
model and examine additional variables, such as organizational support, leadership style, and career
advancement opportunities, which may further influence lecturer performance and retention outcomes.

5.2. Suggestions

Based on the results of this study, it is recommended that both public (PTN) and private (PTS) higher
education institutions pay greater attention to various factors that significantly influence lecturer
performance. These factors include professional competence, which encompasses knowledge, skills,
and pedagogical abilities; motivation, both intrinsic and extrinsic, which drives lecturers to achieve
academic and institutional goals; self-efficacy, or the belief in one's own ability to carry out teaching
and research responsibilities effectively; and remuneration, which reflects fair and transparent
compensation for the workload and achievements of lecturers. By addressing these key elements,
universities can foster a more productive, motivated, and high-performing academic workforce,
ultimately enhancing the quality of education and research output.

References

Abboh, U. A., Majid, A. H., Fareed, M., & Abdussalaam, I. I. (2024). High-Performance Work Practices
Lecturers’ Performance Connection: Does Working Condition Matter?. Management in
Education, 38(2), 79-90. doi:https://doi.org/10.1177/08920206211051468

Abror, Patrisia, D., Syahrizal, S., Sarianti, R., & Dastgir, S. (2020). Self-Efficacy, Employee
Engagement, Remuneration and Employee Loyalty in Higher Education: The Role of
Satisfaction and OCB. International Journal of Advanced Science and Technology, 29(3),
5456-5470.

Ali, H., Istianingsih, S., & Farhan, S. (2022). Pengukuran Organizational Citizenship Behavior: Beban
Kerja, Budaya Kerja dan Motivasi (Studi Literature Review). Jurnal llmu Multidisiplin, 1(1),
83-93. doi:https://doi.org/10.38035/jim.v1il.16

Andres, H. (2020). The Role of Active Teaching, Academic Self-Efficacy, and Learning Behaviors in
Student Performance. Journal of International Education in Business, 13(2), 221-238.
doi:https://doi.org/10.1108/JIEB-02-2020-0017

Asih, P. (2023). Pengaruh Kompetensi, Pengembangan Karir dan Sarana Prasarana terhadap
Kinerja  Dosen.  JIIP-Jurnal  Ilmiah  Ilmu  Pendidikan, 6(5), 2968-2975.
doi:https://doi.org/10.54371/jiip.v6i5.19611

Atikah, K., & Qomariah, N. (2020). The Effect of Leadership Style and Organizational Culture and
Work Motivation on Lecturer Performance. Jurnal Manajemen Dan Bisnis Indonesia, 6(2),
216-227. doi:https://doi.org/10.32528/imbi.v6i2.4088

Bakhmat, N., Sydoruk, L., Poberezhets, H., Misenyova, V., Boyarova, O., & Mazur, Y. (2023). Features
of Using the Opportunities of the Digital Environment of the Higher Educational Institution for

2025 | Annals of Human Resource Management Research/ Vol 5 No 2, 285-299
297


https://doi.org/10.1177/08920206211051468
https://doi.org/10.38035/jim.v1i1.16
https://doi.org/10.1108/JIEB-02-2020-0017
https://doi.org/10.54371/jiip.v6i5.1961
https://doi.org/10.32528/jmbi.v6i2.4088

the Development of Future Economists' Professional Competence. Economic Affairs, 68(1s),
43-50. doi:https://doi.org/10.46852/0424-2513.15.2023.6

Bans-Akutey, A. (2025). Dynamics in the Carrying Capacity of Ghana’s Population. Journal of Social,
Humanity, and Education, 5(2), 119-130. doi:https://doi.org/10.35912/jshe.v5i2.2365

BPS. (2022). Statistik Pendidikan 2022. Jakarta: Badan Pusat Statistik.

Cahyani, W., Sofyani, H., & Putra, A. Z. (2024). Pengaruh Pengendalian Masukan dan Keluaran
Terhadap Kinerja Dosen dengan Kepuasan Kerja Sebagai Variabel Pemediasi. Jurnal
Akuntansi Inovatif, 2(1), 40-55. doi:https://doi.org/10.59330/jai.v2il.39

Demir, S. (2020). The Role of Self-Efficacy in Job Satisfaction, Organizational Commitment,
Motivation and Job Involvement. Eurasian Journal of Educational Research, 20(85), 205-224.
doi:https://doi.org/10.14689/ejer.2020.85.10

Hamdani, N., & Maulani, G. (2020). Motivation and Leadership on the Performance of Private Higher
Education Lecturers. In R. Hurriyati, B. Tjahjono, I. Yamamoto, A. Rahayu, A. G. Abdullah,
& A. A. Danuwijaya (Eds.), Advances in Business, Management and Entrepreneurship (pp.
812-816). Florida: CRC Press.

Hartini, Sapinah, Wardhana, A., & Rahmawati. (2023). The Effect of Social Capital Dimension on
Lecture Performance. Al-Tanzim: Jurnal Manajemen Pendidikan Islam, 7(1), 26-40.
doi:https://doi.org/10.33650/al-tanzim.v711.4458

Hasan, I. A., Basalamah, S., Amang, B., & Bijang, J. (2023). The Influence of Leadership, Work
Environment, Competence, and Character Development, on Organizational Commitment and
Employee Performance in Banking in Sinjai Regency International Journal of Professional
Business Review, 8(5), 1-34. doi:https://doi.org/10.26668/businessreview/2023.v8i5.2176

Kibambila, V. K., & Ismail, I. J. (2021). The Role of Remuneration on Employee Work Engagement in
Tanzania. East African Journal of Social and Applied Sciences (EAJ-SAS), 3(1), 74-91.
doi:http://dx.doi.org/10.63444/eaj-sas.v3il.121

Maharani, A., & Saputra, F. (2021). Relationship of Investment Motivation, Investment Knowledge
and Minimum Capital to Investment Interest. Journal of Law, Politic and Humanities, 2(1), 23-
32. doi:https://doi.org/10.38035/jlph.v2i1.84

Nurtjahjani, F., Ahamed, F., Puspita, A. F., Batubulan, K. S., & Novitasari, A. F. (2025).
Sincere Behaviour: Moderating Leadership, Culture and Lecture Performance in
Higher Education. S4 Journal of Human  Resource Management, 23(1).
doi:https://doi.org/10.4102/sajhrm.v23i0.2732

Nurtjahjani, F., Batilmurik, R. W., & Pribadi, J. D. (2021). The Influence of Transformational
Leadership Style on Work Engagement Remuneration Dimediation and Educator Motivation.
Jurnal Aplikasi Manajemen, 19(1), 11-22. doi:https://doi.org/10.21776/ub.jam.2021.019.01.02

Pakpahan, W., & Aulia, I. N. (2022). The Effect of Competence and Discipline on Employee
Performance Mediation of Motivation Variables in Money Management Department Central
Bank of Indonesia. Dinasti International Journal of Management Science, 3(3), 477-487.
doi:https://doi.org/10.31933/dijms.v3i3.1093

Paulus, P. (2023). The Effect of Remuneration, Work Discipline and Motivation on Employee
Performance. Golden Ratio of Human Resource Management, 3(1), 23-32.
doi:https://doi.org/10.52970/grhrm.v3il.283

Putra, M. R., & Gupron. (2020). Employee Performance Models: Competence, Compensation and
Motivation (Human Resources Literature Review Study). Dinasti International Journal of
Education Management and Social Science, 2(1), 185-198.
doi:http://doi.org/10.31933/dijemss.v2il.629

Rahardja, U., Lutfiani, N., Rafika, A. S., & Harahap, E. P. (2020). Determinants of Lecturer
Performance to Enhance Accreditation in Higher Education. International Conference on
Cyber and IT Service Management (CITSM), 1-7.

Salehi, M., Ajel, R. A., & Zimon, G. (2023). The Relationship Between Corporate Governance and
Financial Reporting Transparency. Journal of Financial Reporting and Accounting, 21(5),
1049-1072. doi:https://doi.org/10.1108/JFRA-04-2021-0102

Saputra, F. (2021). Leadership, Communication, and Work Motivation in Determining the Success of
Professional Organizations. Journal of Law, Politic and Humanities, 1(2), 59-70.
doi:https://doi.org/10.38035/jlph.v1i2.54

2025 | Annals of Human Resource Management Research/ Vol 5 No 2, 285-299
298


https://doi.org/10.46852/0424-2513.1s.2023.6
https://doi.org/10.35912/jshe.v5i2.2365
https://doi.org/10.59330/jai.v2i1.39
https://doi.org/10.14689/ejer.2020.85.10
https://doi.org/10.33650/al-tanzim.v7i1.4458
https://doi.org/10.26668/businessreview/2023.v8i5.2176
http://dx.doi.org/10.63444/eaj-sas.v3i1.121
https://doi.org/10.38035/jlph.v2i1.84
https://doi.org/10.4102/sajhrm.v23i0.2732
https://doi.org/10.21776/ub.jam.2021.019.01.02
https://doi.org/10.31933/dijms.v3i3.1093
https://doi.org/10.52970/grhrm.v3i1.283
http://doi.org/10.31933/dijemss.v2i1.629
https://doi.org/10.1108/JFRA-04-2021-0102
https://doi.org/10.38035/jlph.v1i2.54

Silitonga, P. E. S., Widodo, D. S., & Ali, H. (2017). Analysis of the Effect of Organizational
Commitment on Organizational Performance in Mediation of Job Satisfaction (Study on Bekasi
City Government). International Journal of Economic Research, 14(8), 75-90.

Susanto, P. C., Sawitri, N. N., Ali, H., Suroso, S., & Sastrodiharjo, . (2023). Performance Management
as a Mediation of Variable of Competence and Coaching Skills that Impacts Organization
Sustainability. Formosa Journal of Multidisciplinary Research, 2(4), 719-728.
doi:https://doi.org/10.55927/fjmr.v2i4.3792

Susanto, P. C., Simarmata, J., Febrian, W. D., Wahdiniawati, S., & Suryawan, R. (2024). Analysis of
Coaching, Organizational Culture, and Performance Appraisal of Employee Productivity in
High School: Literature Review. Dinasti International Journal of Education Management and
Social Science, 5(2), 83-91. doi:https://doi.org/10.31933/dijemss.v5i2.2335

Sutoro, M. (2021). Reality of Lecturers’ Performance, What’s Next?. The Ist International Conference
on Research in Social Sciences and Humanities (ICoRSH 2020), 584, 320-324.
doi:https://doi.org/10.2991/assehr.k.211102.038

Wahyudi. (2022). Five Components of Work Motivation in the Achievement of Lecturer Performance.
Scientific Journal Of Reflection: Economic, Accounting, Management and Business, 5(2), 466-
473. doi:https://doi.org/10.37481/sjr.v5i2.528

Werdati, F., Darmawan, D., & Solihah, N. R. (2020). The Role of Remuneration Contribution and
Social Support in Organizational Life to Build Work Engagement. Journal of Islamic
Economics Perspectives, 1(2), 20-32. doi:https://doi.org/10.35719/jiep.v1i2.24

Wibowo, T. S., Badi'ati, A. Q., Annisa, A. A., Wahab, M. K. A., Jamaludin, M. R., Rozikan, M., . . .
Muhaini, A. (2020). Effect of Hard Skills, Soft Skills, Organizational Learning and Innovation
Capability on Islamic University Lecturers’ Performance. Systematic Reviews in Pharmacy,
11(7), 556-569.

Widiastutik, N., Rahayu, M., & Jowita, H. A. J. (2022). Effect of Remuneration and Job Rotation on
Employee Performance with Job Satisfaction as a Mediation Variable. International Journal of
Research in Business and Social Science, 11(06), 175-183.
doi:https://doi.org/10.20525/ijrbs.v11i6.1976

Widodo, D. S. (2021). Determination of Employee Resign Decision: Corporate Culture and Career
Development. Journal of Accounting and Finance Management, 2(5), 242-248.
doi:https://doi.org/10.38035/jafm.v2i5.162

Williams, D. M., & Rhodes, R. E. (2016). The Confounded Self-Efficacy Construct: Conceptual
Analysis and Recommendations for Future Research. Health psychology review, 10(2), 113-
128. doi:https://doi.org/10.1080/17437199.2014.941998

Yagil, D., Medler-Liraz, H., & Bichachi, R. (2023). Mindfulness and Self-Efficacy Enhance Employee
Performance by Reducing Stress. Personality and Individual Differences, 207.
doi:https://doi.org/10.1016/j.paid.2023.112150

Zeeshan, S., Ng, S. L., Ho, J. A., & Jantan, A. H. (2021). Assessing the Impact of Servant Leadership
on Employee Engagement Through the Mediating Role of Self-Efficacy in the Pakistani
Banking Sector. Cogent Business & Management, 8(1), 1-19.
doi:https://doi.org/10.1080/23311975.2021.1963029

2025 | Annals of Human Resource Management Research/ Vol 5 No 2, 285-299
299


https://doi.org/10.55927/fjmr.v2i4.3792
https://doi.org/10.31933/dijemss.v5i2.2335
https://doi.org/10.2991/assehr.k.211102.038
https://doi.org/10.37481/sjr.v5i2.528
https://doi.org/10.35719/jiep.v1i2.24
https://doi.org/10.20525/ijrbs.v11i6.1976
https://doi.org/10.38035/jafm.v2i5.162
https://doi.org/10.1080/17437199.2014.941998
https://doi.org/10.1016/j.paid.2023.112150
https://doi.org/10.1080/23311975.2021.1963029

