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ABSTRACT

The purpose of the study was to identify the effect of commitment, work
engagement on research performance of the lecturers in Private Universities.
The research method used was an explanatory survey. Data processing was
performed statistically using Structural Equation Modeling. The respondents of
this study are lecturers of Private Universities in West Java and Banten Province,
Indonesia. The total sample chosen at random was 388 lecturers. The results of
the study show that the implementation of the Human Resources (HR) function
to improve research performance of the lecturers is based on JDR (job demand
[1] Telkom University, Bandung, resources). The good performance of research, community service and teaching
Indonesia are based on the work paradigm. The orientation of private universities HR
function to optimize performance has not touched the commitment aspect as
much as an effort to encourage work engagement and improve lecturer
[2] Universitas Pakuan, Bogor, performance. Performance is influenced by work engagement based on
Indonesia commitment based on ethical awareness of the function of lecturers in higher
education. Efforts to meet job demand and job resources are physical,
psychologically, and ethically in the work function to improve the performance
that is managed as a sustainable system.
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INTRODUCTION

Demands on the role of higher education in the fourth industrial revolution is getting more dynamic and heavier,
especially for developing countries. Efforts to encourage the increasing human capital is carried out by
encouraging the development and improvement of knowledge through research. Lecturers act as one of the
drivers in increasing the ability of higher education institutions for carrying out their roles. This is in accordance
with Law No. 14 of 2005 on Teachers and Lecturers, stating that as a professional educator and scientist with the
main task of transforming, developing and disseminating science, technology, and art through education, research,
and community service.

The Government of the Republic of Indonesia, through the Ministry of Research, Technology and Higher Education,
continues to encourage and facilitate lecturers to always improve their performance. This support is realized in the
form of various regulatory instruments, namely: (1) Law number 20 of 2003 concerning the national education
system; (2) Law number 14 of 2005 concerning teachers and lecturers; (3) Government regulation number 60 of
1999 concerning higher education; (4) Government regulation number 61 of 1999 concerning tertiary institutions
as a state-owned legal entity (BHMN); (5) Government regulation number 19 of 2005 concerning national
education standards; (6) Government regulation number 37 of 2009 concerning lecturers; (7) Government
regulation number 41 of 2009 concerning professional allowances for teachers and lecturers, special allowances
for teachers and lecturers, and honorary benefits for professors; (8) Minister of Education Regulation number 47 of
2009 concerning educator certification for lecturers; (9) Regulation of Menkowasbangpan (Coordinating Ministry),
number 38 of 1999 concerning functional positions of lecturers and their credit score; and (10) Guidelines for
Lecturer Workload and Evaluation of the Implementation of Higher Education Tridarma Director General of Higher
Education 2010. One regulation the Government of the Republic of Indonesia referred to as above is Law No. 14 of
2005 Article 45. It states that lecturers must have academic qualifications, competence, certification of educators,
physical and spiritual health as well as meet the other qualifications required units of higher education places on
duty and have the ability to achieve national education goals.

Among the three main tasks of the lecturers; namely education and teaching, research, and community service,
the performance of the research field is the least as expected. Based on the data published by the Ministry of
Research and Technology of Higher Education in 2016, the performance of the faculty’s research is still low. The
number of publications in reputable international journals, which is one of the indicators of the performance of the
research faculty across colleges and research institutions shows that Indonesia is still lower than the ASEAN
countries.

Pa’wan and Omar (2018) state that the dynamics of the universities’ environment in a highly competitive global
era. Ahmad (2014) stated that higher education institutions are expected to be able to face the challenges of the
globalization era. Adewale, Ghavifekr, and Megat Daud (2018) showed the strategic role of education for
sustainable development. Ghasemy, Hussin, Daud, and Nor (2015) showed the significant contribution of higher
institutions to society. Khalid (2016) asserts that higher education is one of the economic sub-sectors. Nedeva,
Boden, and Nugroho (2012) added that higher education is a complex organization and that the community judges
the quality of higher education based on its output. Variation of higher education output mainly come from
teaching services and research (Khalid, 2016).

There are various obstacles in terms of efforts to improve the role and function of higher education as a catalyst
for science. Ghavifekr, Afshari, Siraj, Zabidi, and Razak (2013) explained that educational institutions experienced
many changes. The success of realizing organizational performance is influenced by organizational performance
systems with a focus on morale and loyalty (Al-Sinawi et al., 2016). There have been various explanations regarding
individual performance including in the world of education and lecturers are a part of it. Research, teaching and
community service are mostly interpreted as epistemology. The interaction between lecturers and their world is
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closed. This makes the performance of lecturers to be seen only as an obligation. The lecturers are seldom carried
away in their work as agents of science that encourage emancipation, especially in relation to the worldview. In
addition to its contribution through the provision of human resources, universities also have a role in the form of
research work to solve the problems that occur in society and the nation. Deem, Hillyard, and Reed (2007) stated
that a paradigm shift in higher education governance is a keyword in the management of higher education. The
paradigm shift is translated into more sustainable performance management.

L MALAYSIAN ONLINE JOURNAL OF

One of the performances demanded by lecturers is research. Lecturers need support to realize their functions as
stated by Lucki and Yusoff (2013) in order to improve their performance. Chen (2015) describes research as a
priority and on the other hand the reward system is very low. Wood (1990) stated the factors that influence the
performance of research in higher education are: individual characteristics of organizational members consisting
of differences in ability, energy, creativity, motivation, ambition and self-discipline. The need for affiliation
(Rakhmatullin & Brennan, 2013). Participatory decision making and academic rankings affect the performance of
lecturers (Sukirno & Siengthai, 2011). Ganieva, Sayfutdinova, Yunusova, Sadovaya, and Neile (2015) state that
lecturers are required to increase their competency. In terms of motivation, according to Rasmussen (2016),
productivity of lecturers’ research is influenced by many factors including motivation (Edgar & Geare, 2013),
reward systems (Pfeffer & Langton, 1993), commitment and intrinsic motivation (Cerasoli, Nicklin, & Ford, 2014).
Fitzmaurice (2013) states that the basis actions of a lecturer who is active in research, namely value, virtue,
individual trust, joy, satisfaction in conducting research. Nguyen (2015) suggested HR management capacity as the
main approach to improve university research performance. A combination of didactic skills, professional practice,
and research competence (Griffioen, 2018). Functions of lecturer performance are characteristics or personal traits
possessed.

Job demand resources provide an explanation of how performance is reviewed personally, systemically and
environmentally. Baloyi et al. (2014) described the performance management system as a holistic system. Then,
Bakker and Demerouti (2018) suggested work engagement as a positive mental condition. Identifying the lecturers’
research performance in private universities is somewhat complex. This shows a variety of dynamic conditions that
determine the performance of lecturers. An explanation of the performance of lecturers is needed to formulate a
framework in solving the problem of weak performance of lecturers, especially in research.

Performance are considered as transaction value between individual and organization. Human resource function in
advocating the development of lecturers’ performances in higher education field. Lecturers’ research performance
cannot be separated from the fact that human is a social creature who always seeks for information in their lives.
Unfortunately, research performances are sometimes being undermined as self-manifestation to improve self’s
dialectical level. Research performances is a manifestation of awareness, curiosity, and better understanding about
the truth through interactive dialogues with data sources and science community. Goldman (1999) stated that
seeking information is a common activity in human lives. This means that lecturers are required to present in the
epistemological dynamic sides of science community. Furthermore, Moser (2002: 22) added that moral
epistemology related to “how do we justify knowledge and belief” are rarely discussed in the current field.

The issue that lacks attention is the problem of knowledge agents. The lecturers who conduct research are too
focused on knowledge and justification but never talk about knowledge agents. Traditional epistemology for
acquiring knowledge is less followed by demands on knowledge agents. The epistemological dominant positivism
and subjectivism which becomes mainstream stumbles upon the idea of moral objectivity. Loughlin (2004) argues
for the need to overcome the epistemological foundation by considering questions in the epistemology and
philosophy of science. The challenges of lecturers are not only on epistemology objects but how the axiology of
science is obtained through research.

The position of the lecturer as part of the education authority determines how the flow of information is included
for practical reasons. Research is a process of social interaction that shows the universal features of human
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communication and the prototype of truth-seeking practices (Goldman, 1999). The significance of lecturer
performance for the development of private universities are not in doubt and can be seen in the University’s
reputation and economic condition Blackburn et al. (1995). Okoro (2013) assessed the importance of science
generated through lecturer research, patent registration (Hedjazi & Behravan, 2011). Research can be used as a
framework for building metamodel about the performance of lecturers in the field of research based on Job
Demand Resources theory on the reasoning process, better explanation, evidence, and axioms of research variable
validity. Gigch (1996) explains that there are dilemmas among conflicting imperatives that arise in management
situations, actions that are “useful” economically and technically but which, at the same time, must satisfy the
aesthetic, ethical and legal requirements needed.

L MALAYSIAN ONLINE JOURNAL OF

The research objective was to identify the effect of commitment, and work engagement on research performance
of lecturers in Indonesian Private Universities. The research objective is specifically to get an explanation on the
effect of: (1) Lecturers’ commitment on their research performance directly, (2) Lecturers’ commitment on their
work engagement directly, and (3) Lecturers’ work engagement on their research performance directly.

LITERATURE REVIEW
Organisational Commitment

Commitment is the attitude of employees to remain in the organization and be involved in efforts to achieve the
mission, values and goals in the company. This commitment factor is considered important because employees
who have a high commitment to the organization will tend to have a professional attitude and uphold the agreed
values. Meyer and Allen (1993) argue that commitment as a psychological state that either characterizes the
employee’s relationship with the organization or has the implications to affect whether the employee will continue
with the organization. Based on this definition members who are committed to their organization will be more
able to survive as part of the organization than members who are not committed to the organization. Ulrich (1998)
included in intellectual capital is commitment. Poff (2001) explains commitment is affective interest in a behaviour,
as stated: Commitment has also been defined as the pledging or binding of an individual to behavioural actions
which results in some degree of affective attachment to the behaviour or the role associated with the behaviour
and which produce side batch as a result of that behaviour. Firat, Mul, and Wichelen (2009, p.7) provides a
limitation that commitment has an association with intellectuals, as stated: “Redefining commitment as a practice
rather than being enables us to expand the subject of commitment from the singular to diverse social agents such
as institutions, organizations, movements, disciplines, and cultural products”. Robbins and Judge (2017) identify
that commitment is the level at which an employee in favour of a particular organization and goals and intend to
maintain membership in the organization. Employees are willing to sacrifice for the organization if they are
committed enough. According to studies by Meyer and Allen (1993) alongside Kumar and Eng (2012),
commitments are divided into 3 dimensions, namely affective commitment, continuance commitment, and
normative commitment.

Work Engagement

Work engagement refers to persistent and pervasive cognitive-affective states that are not only focused on a
particular object, event, individual, or behaviour but also on general conditions in work. Kahn (1990) defines work
engagement as an employee’s effort to carry out work duties and responsibilities by using self-expression,
cognitive and emotional. Ghorbannejad and Esakhani (2016) suggested that employee engagement and work
engagement share same characteristic and forming aspects. Work engagement is a condition where a person has a
positive mind, he is able to express himself both physically, cognitively and affective in doing his work (Schaufeli &
Bakker, 2004). Job involvement is a condition that is related to work that is positive, satisfying, motivational-
affective welfare (Leiter & Bakker, 2010). Bakker and Demerouti (2018) states the majority of studies adopting an
approach between individuals showed that there were differences in the level of average work engagement
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between individuals as a function of work conditions, personal characteristics, and behavioural strategies.
Knowledge of work engagement from an individual perspective is considered insufficient to explain work
engagement in work life and organization. Bakker and Demerouti (2018) describes work engagement as a positive,
fulfilling, and related mental state of mind about work characterized by enthusiasm, dedication, and absorption. In
the study by Bakker, Demerouti, and Sanz-vergel (2014), work engagement is characterized by high energy and
strong identification with work. Work engagement is characterized by an awareness of the meaning of work where
people feel they have energy, enthusiasm, high mental endurance while working, have dedication and enthusiasm,
concentration and dissolve in the work.

L MALAYSIAN ONLINE JOURNAL OF

Performance

Performance is often interpreted by work achievement. Sihotang (2016) argues that performance involves a
number of dimensions, namely: (1) Persona, this dimension describe work as values of human being. Work is self-
expression, a totality of self as a person, total work involvement, (2) Working, it involves other people in work, a
picture of awareness towards others through work, (3) Working is a fair behavioural depiction as a manifestation
of morality awareness and responsibility towards the usefulness of results for others with honest behaviour.
Ivanovic and Collins (2006) explain that performance is related to attitudes and work outcomes. Shield (2007)
explains that there are two pivotal things in the concept of performance, subjectivity and relevance. Meanwhile,
Armstrong (2009) explains that performance is related to institutional value and states that the idea of
performance is multi-dimensional.

The lecturers’ performance refers to the ‘tridarma perguruan tinggi’ (Three pillars of Higher Education) comprising
education, research and community service. Okoro (2013) views the importance of knowledge stem from the
lecturer research. Fitzmaurice (2013) states that the basis of lecturer’s actions who is active in research are value,
virtue, individual trust, joy, satisfaction in carrying out research. Research is an innovative thought that results in
the publication of articles in various leading journals or patent registrations (Hedjazi & Behravan, 2011).

THEORETICAL FOUNDATION & HYPOTHESIS DEVELOPMENT

Individual characteristics and external conditions determine a person’s work behaviour. Personal characteristics
differences are considered as important factors that determine work behaviour including individual resources such
as commitment both normative ethical, affection and continuance commitment.

Commitment becomes very important if it is associated with the functionalization of individuals in organizations
aimed at ensuring the sustainability of organizational performance. Chen and Francesco (2003) found the
relationship between commitment and employee performance. Affective commitment (AC) is positively related to
performance, while continuous commitment (CC) is not associated with performance. In addition, normative
commitment (NC) moderates the relationship between performance and AC. The linear relationship between AC
and performance is stronger for those who have lower NC. Khunsoonthornkit and Panjakajornsak (2018) assert
that commitment is important to improve the research performance of institutions.

Individual sources are needed to involve someone in their work. Work engagement is described by carrying out its
work role, working and expressing itself physically, cognitively and emotionally while working. Meyer and Maltin
(2010) explained that affective commitment is related to work conditions that support work needs. Continuance
Commitment (CC) has a positive reciprocal relationship with controlled regulations. Normative Commitment is
positively related to ethics. Beukes and Botha (2013) suggested that there is a relationship between commitment
and work engagement. The more committed someone is, the higher their involvement in their work.

Shaw (2003) explained that organizational commitment is a significant predictor of overall performance and helps
with a dissonance perspective. Luque, Marin-Garcia, and Medina-Lopez (2015) which explain the influence of
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commitment to organizational performance. Pa’'wan and Omar (2018) show the position of organizational
commitment in relation to the achievement of higher education. Meyer and Maltin (2010) illustrate that
employees as consumptive subjects include consuming value. The lecturer’s bond to his work determines their
activities concerning the implementation of Tridharma Perguruan Tinggi. The bond, either caused by the lecturer’s
value, interest in the world of research, and the moral responsibility on theoretical and practical problems, will
determine their work engagement, including research activities. Lecturers who are interested in research have
different productivity compared to lecturers who are not interested in research. A Work that contains
involvement, or even drift, will result in optimal performance. The psychological conditions of both work
engagement and efforts to break away are seen as rational psychological experiences mediated by individual
perceptions to create conditions where they are personally involved and break away from work. Mental
representation of work and its environment involve a person both in affective, cognitive and psychomotor. One’s
personal, work, and contextual experience implicitly determine their work output. Bakker and Albrecht (2018) put
forward the work engagement position for organizational, group and individual outcomes. The strong dedication
on the job showed better performance (Christian, Garza, & Slaughter, 2011). Guan and Frenkel (2018) put the work
engagement as a predictor of performance.

Based on the theoretical foundations above, commitment and work engagement are factors that influence
lecturers’ research performance. To illustrate the construction of thinking in this study, researchers used the
framework as shown in Figure 1 as follows:

work
engagement

. Breevaart et al. (2013)
Meyer and Maltin, 1 (2010)  gakker and Albrecht, S. (2018)
Beukes and Botha (2013) Guan and Frenkel (2018)

research
organisational / Wood (1930); performance of
i Chen and Francesco
commitement |— (2003); the lecturers

Khunsoonthornkit and
Panjakajornsak (2018)

Figure 1. Conceptual Framework

The conceptual framework as depicted in Figure 1 produces a research paradigm proposition that illustrates the
relationship between variables in this study. The relationship between variables of commitment, work engagement
and research performance are shown in Figure 2 as follows:
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Figure 2. Research Paradigm

Based on conceptual framework and research paradigm, the hypotheses of this study are as follows:
Hi: Lecturer’s commitment affects their research performance

H,: Lecturer’s commitment affects their work engagement

Hs: Lecturer’s work engagement affects their research performance

RESEARCH METHODS
Research Design

The research design used explanatory survey method, a survey that obtain clarity of the relationship of variables.
The variables employed in this study are commitment, work engagement and research performance. The unit of
analysis in this study are permanent lecturers in private universities. This study used a one shoot time scope with
cross-section data type. Hypothesis testing using the technique of determining the average score which refers to
the Likert scale. Structural Equation Modeling statistical tests was used in order to process the data in the study.

Population & Sampling

The population in this study were permanent lecturers of private universities in the provinces of West Java and
Banten with the total of 22,480. Determination of sample data is taken based on the adequacy of the sample using
a SEM model that refers to the opinion that the number of samples refers to the number of indicator variables
studied (Hair, Black, Babin, & Anderson, 2014). Following the statement of Hair et al. (2014), a total of 388 samples
were randomly selected from the population.

Instrument

Questionnaire was employed as the main research instrument used to collect research data. It was done by
compiling a set of questions based on operational variables. Each variable in this study was tested for its validity
and reliability. The questionnaire was prepared using a Likert scale. Likert scale is used due to its simplicity;
besides, it is capable of describing attitudes, opinions, and perceptions of respondents’ answers. Grading scale
uses a scale value scale. The rating scale used a number that is easy to use for each item that is 5.4,3,2,1 with the
following meanings:

5 =very good / very high / always
4 = good / high / often / rather high
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3 = normal / sufficient / sometimes
2 =not good / low / rare
1 = not very good / very low / never

The measurement of commitment used the dimension proposed by Meyer and Allen (1993) as a resource for
work. Measuring work engagement using the self-report questionnaire — the Utrecht Work Engagement Scale
(UWES) — covers three dimensions namely vigour, dedication and absorption (Schaufeli et al., 2006). Bakker and
Albrecht (2018) work engagement refers to the level of enthusiasm, dedication and absorption. Albercht et al.
(2018) measure with statement: (1) feeling strong in work, (2) enthusiastic, (3) my work inspires me, (4) feels like
working. Performance is measured by the number of journals published and the quality of the research for a
certain period of time (Hedjazi & Behravan, 2011). Harris and Kaine (1994) suggested that individual productivity in
research is measured by the publication index produced, preferences and perceptions about issues related to
research.

Validity & Reliability

To test the validity of research instruments, Pearson product-moment correlation coefficient formula was
employed. The purpose of validity test was to describe whether the research instrument is able to measure what
should be measured. To get the validity value, the researcher correlated the item score with the total item. If there
are items that do not meet the requirements, then these items will not be further investigated. These
requirements must meet the following criteria:

a. If pearson correlation | >0.30, then the items are declared valid.

b. If pearson correlatill <0.30, then these items are declared invalid. (Sugiyono, 2010)

The validity test results are shown in Table 1, Table 2 and Table 3 as follows.

Table 1.

Validity Test Results: Commitment
Correlations

Affective Continuance Normative Total Commitment

Affective Pearson Correlation 1 .903™ 924" 967"
Sig. (2-tailed) .000 .000 .000
N 203 203 203 201
Continuance Pearson Correlation .903*" 1 931" 971"
Sig. (2-tailed) .000 .000 .000
N 203 203 203 201
Normative Pearson Correlation 924" .931™ 1 979"
Sig. (2-tailed) .000 .000 .000
N 203 203 203 201
Total Commitment  Pearson Correlation 967" 971" 979" 1
Sig. (2-tailed) .000 .000 .000
N 201 201 201 201

**_Correlation is significant at the 0.01 level (2-tailed).
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Based on Table 1 that Pearson Correlation value > 0.30, then the instrument commitment variables declared valid.

Table 2

Validity Test Results: Work Engagement
Correlations

Total Work

Vigor Dedication Absorption Engagement
Vigor Pearson Correlation 1 750" .209™ .843™
Sig. (2-tailed) .000 .003 .000
N 203 203 201 201
Dedication Pearson Correlation .750™" 1 231" .853™
Sig. (2-tailed) .000 .001 .000
N 203 203 201 201
Absorption Pearson Correlation .209™" .231™ 1 .621™"
Sig. (2-tailed) .003 .001 .000
N 201 201 201 201
Total Work Pearson Correlation .843™ .853* 621" 1

Engagement Sig. (2-tailed) .000 .000 .000

N 201 201 201 201

**_ Correlation is significant at the 0.01 level (2-tailed).

Based on Table 2, the Pearson Correlation value > 0.30, then the instrument work engagement variables has been
declared valid.

Table 3

Validity Test Results: Performance
Correlations I

Quantity Quality Total Performance

Quntity Pearson Correlation 1 .609™" .878™

Sig. (2-tailed) .000 .000

N 203 203 201
Quality Pearson Correlation .609™ 1 .908™

Sig. (2-tailed) .000 .000

N 203 203 201
Total Pearson Correlation .878™" .908™" 1
Performance Sig. (2-tailed) .000 .000

N 201 201 201

**_ Correlation is significant at the 0.01 level (2-tailed).
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Based on Table 3, the Pearson Correlation value is > 0.30, then the instrument performance variables has been
declared as valid.

Data collection procedure was done by visiting lecturers directly with the help of a team in charge of distributing
qguestionnaires for 2 weeks and filling in time for 1 week. In addition to directly distribute questionnaires, data
collection research is also done by using Google Docs.

To test the reliability of research instruments, Cronbach alpha coefficient (a) was employed. To this end, the
following criteria were applied:

a. The research instrument is considered reliable if the obtained alpha coefficient (a) > 0.6.
b. The research instrument is considered not reliable if the obtained alpha coefficient (a) < 0.6.

Table 4
Reliability Test Result

Cronbach's Apha N of Items
Commitment 0.971 3
Work Engagement 0.662 3
Performance 0.752 2

Based on Table 4, it can be seen that the reliability coefficient for each variable is greater than 0.60. These results
indicate that all items of research instrument statements are reliable. Accordingly, they can be used to measure
the variables under study.

FINDINGS AND DISCUSSION

Demographic Information of Respondents

The demographic characteristics of lecturers are quite varied. 58.8% of them are male. There are still lecturers with
an undergraduate equivalent of 13.3% with additional certificates of expertise and practical experience. 56.2% of

graduates are Master’s degree while 7% of them hold doctoral degrees. In general, their lecturing experience
ranged from 11 to 20 years. Respondent information are shown in Table 5 as follows:
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Table 5
The Demographic Information of Respondents
Demographic Variables Classifications Frequency Percent (%)
Age Below 30 years 4 1.00
31 - 45 years 55 14.20
46 - 55 years 315 81.20
56 years and above 14 3.60
Gender Male 228 58.80
Female 160 41.20
Highest Qualification Diploma 4 52 13.30
Bechelor degree 91 23.50
Master's degree 218 56.20
Doctoral degree 27 7.00
Experience as Lecturer Less than 5 years 8 2.00
6 years - 10 years 55 14.20
11 years - 20 years 311 80.20
More than 21 years 14 3.60
Position Lecturer 44 11.40
Senior Lecturer 274 70.60
Assoc. professor a7 12.20
Professor 23 5.80

Descriptive analysis results show that lecturers with research experience over 10 years are 83.6%. The highest
qualification and experience following a number of scientific publications writing training affect the quality of
research results. Experience directing the actions of the faculty to realize the practical value of knowledge as
included in research activities. Qualification affects the ability to conduct research, especially the ability concerning
research methodology.

Measurement Weighting Factor

Results of further testing are the outer models. Based on the results of the test, it is known that the weight of the
factors of each indicator variable is accepted. According to Chin (1998), the weight value of the factor is above 0.4.
The Average Variance Extracted value of each variable can reflect latent variables. The variable composite
reliability value is greater than the recommended value of 0.70. This value indicates that indicators have
consistency in measuring latent variables. Value weighting factors indicate that the indicator for the variable
commitment received. Value weighting factor for continuance commitment (0.96), affective commitment (0.93),
normative commitment (0.81). The weighting factor value for enthusiasm (0.81) is dedication (0.79) and
absorption (0.81). For indexed publication indicator indicators, the value of the factor weight is 1 and the issue of
reference frequency (0.94). The results are in accordance with Meyer and Allen (1993) for the commitment
variable. Research results for work engagement variables, according to Schaufeli et al. (2006), Ghorbannejad and
Esakhani (2016) and Bakker et al. (2018). The findings on performance indicator in this study is consistent with the
finding obtained by Hedjazi and Behravan (2011).

The structural model test results are as follows: CMIN/DF = 2.537, GFl = 0.990, TLI = 0.993, CFl = 0.996 the RMSEA
value is 0.039. Overall, the test results show that the value obtained concludes that the proposed model is fit. The
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PNFI value is 0.603 greater than the recommended value. Some criteria as fit models are met. Therefore, the
modification of the model is not carried out to explain the reality.

The CR value (critical ratio) obtained was 8.834 (greater than 1.96), meaning that there is a significant effect of

work engagement on performance. This value can be used as a reference for parameters for model universality. CR
Value Effect of commitment to 3,593 or significant performance. While work engagement on performance is

significant with the value of CR 11.001.
WE1 WE2 WE3

a L™

s wark ol

a 102

18
&7 o KN1

{
|
b

ol K1 chi-square=43,127
probability=,000
CMIN/DF=2.537
GF1=.990
TLI=993
CFl=,996
RMSEA=.039

Figure 3. Verification Test Results

T

he estimated value of the effect of the level of organizational commitment on the level of work engagement is
0.31. This means that the hypothesis stating the commitment affect work engagement is accepted. A person who
has a sense of attachment based on values, interests and norms becomes more competent, which means being
swept away in his work as a researcher. Estimated value of Effect Level of commitment to performance is 0.38,
indicating that changes in research performance can be explained by a commitment level of 38%, with 0.00
significance value means hypothesis is accepted or Ho is rejected.

Based on the 5% error rate, the hypothesis stating the level of commitment positively affect research performance
is accepted. Commitment directly affects the performance by 11%. The total effect is as follows:

Table 6
Statistical Test Results

| Commitment Work Performance
Work 246 .000 .000
Performance .164 341 .000
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The total effect of commitments on work engagement is 24.6%. Total effect of commitment on performance
16.4%. The effect of work engagement on performance is 34.1%, this is in line with Breevaart, Bakker, Demerouti,
and VandenHeuvel (2015).

L MALAYSIAN ONLINE JOURNAL OF

Commitment drives performance. This refers to the concept proposed by Meyer and Allen (1993) regarding
commitment, the conditions of organizational commitment of lecturers both affective, normative and continuance
need to be improved in order to sustain the organizational success in carrying out its functions. Normative
commitment grows because of the moral values that are in line with morality (Alhawary & Aboruman, 2011).
Moreover, it is understood that in the epistemology of science, there are problems related to morals. Conformity
between individuals’ moral and organizations encourages individual commitment in research. Research is a part of
the process for understanding ethical issues for both the organization and for individuals. Luque et al. (2015) show
that employee’s commitment contributes to increased internal integration, and internal integration affects
performance both directly and indirectly. Chen and Francesco (2003) explain the relationship of commitment and
employee performance. This is in line with Anat and Carmeli (2003) who stated that affective organizational
commitment connects workers with organizational goals. The higher the commitment, the higher the work
engagement. The study is in line with Beukes and Botha (2013) which suggests the effect of commitment on work
engagement

In line with Allen and Meyer (1993), the commitment dimension is continuance and exchange between the owner
of the organization and its members as a source for work engagement. Lecturers need some support in the form of
material for sustainability commitments, interests in research objects including methodological issues. Ethical
commitment is necessary that the lecturers examine the results of research that contributes to the changes.

The results of the study showcase how the position of the lecturer is very strategic in college. Furlong and Cartmel
(2009) emphasize commitment as something fundamental to higher education. Efforts to solve the lack of
lecturers’ commitment in Private Universities are part of a process that involves functions within the organization
including its leaders and systems. Research on the effect of commitment on work engagement is still scarce.
Commitment is generally placed as a variable that is influenced by work engagement. In this study, commitment is
a predictor for work engagement.

Work engagement as a predictor of research performance is in line with Bakker and Albrecht (2018) who confirms
the work engagement function for organizations. The results of the study are in line with Christian et al. (2011).
Therefore, there is a need for management to maintain a HR system that encourages employee involvement
commitment and work engagement function to improve performance, which was considered very low. This is
counterproductive to the demand that lecturers can produce research that shows the existence of business
phenomena, research gaps and the resulting theoretical gaps. The research of private university lecturers should
focused towards science-based to solve these problems, especially problems of theory and empirical phenomena.
Universities face high scientific needs to solve problems in society. This is supported by Johnstone, D'Ambrosio,
and Yakoboski (2010) who argued universities face challenges from a new knowledge-based global society. Higher
education must rediscover itself and rethink their roles and goals.

The obstacles in building the performance of lecturers through the system are the lack of steps in realizing the
expected performance. The design of performance management is theoretically outstanding but difficult to
operate to build commitment including the value of the questions obtained by the lecturer. HR policies and
practices for high and strategic performance are still weak. The implementation or expansion of the High-
Performance Work System (HPWS) for lecturers is not supported by adequate consistency and organizational
commitment.

The design of a system that supports the research performance of lecturers in universities is not released from the
interest and “drift” of lecturers in research. Research does not only require driving interest. Lecturers, as agents of
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science, are required to show intellectual virtue through their research. Traditions in research do not only focus on
research results as output that are functional and theoretical. The tendency to expand access to knowledge is a
manifestation of the ethical and social awareness of researchers. The research for a lecturer is a social movement
to claim the position as a subject of knowledge that is not isolated, it can be trusted that both mind, senses and
contents of the mind are contained in the writing.

L MALAYSIAN ONLINE JOURNAL OF

Based on the above discussion, some important findings are obtained. Three dimensions to measure
organizational commitment are at a moderate level except the continuance dimension. This shows that lecturers
are committed based on their interests and norm values. Material value is not an indicator of lecturer
commitment. Referring to the concept proposed by Meyer and Allen (1993) that the commitment of lecturers,
both affective, normative and continuance, still lacks the success of an organization in carrying out its functions.

The lecturer’s weak commitment in the private university can be solved by optimizing the changing factors. Their
commitment will determine the continuity of the functions of higher education institutions since they are part of
the functions of higher education and have a very strategic position. Lecturers with low organizational
commitment are important issues for universities to solve. The successful implementation of research, the use of
technology and higher education services is determined by the support and lecturers’ commitment. The effort to
solve the problem of the lack of lecturer commitment is part of a process that involves functions within the
organization including the leadership and the existing system at the university. These efforts need structural and
cultural support (work culture). These two factors will encourage an increase in lecturers’ commitment.

Work engagement, as a mediating variable, is the main predictor to improve the research performance of
lecturers. The test results show that commitment is the key to improve the research performance of lecturers. The
responsibilities of lecturers in research cannot be fulfilled without organizational support. Therefore, the
commitment and work engagement of lecturers in research is an important focus in the human resource
management system in higher education. Organizations need to encourage lecturer’s understanding of
commitment and work engagement to improve research performance as part of continuous improvement efforts.

RECOMMENDATIONS

The research highlighted the need to optimize organizational functions that focus on efforts to improve the
lecturers’ commitment and work engagement so that research performance improvement can be achieved.
Lecturer’s high research performance will be able to enhance the reputation of higher education institutions.

The recommendations given based on the results of this study for Higher Education Service Institutions is that
improving the quality of higher education cannot be separated from the guidance of lecturers, especially those
related to research. The Government through the Higher Education Service Institution is expected to continue to
increase support in the form of policy making that encourages program optimization that leads to increased
commitment and work engagement of lecturers to research through policy research budget allocation and
increase training activities in writing scientific articles for lecturers.

For future studies, research can be conducted to measure the lecturer’s level of research performance in broader
research objects that do not establish the status of state or private tertiary institutions and their impact on the
lecturers’ competitiveness. It is expected that the research can answer the question on lecturers’ research
influence on the improvement of their competitiveness. The results of this research are expected to be a reference
for the government in developing the direction and policy of national research development.
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CONCLUSION

Performance is influenced by work engagement based on commitment to the ethical awareness of the function of
lecturers in higher education. Work engagement mediates the effect of commitment on research performance
partially. The influence becomes stronger with the mediation of work engagement. This shows that work
engagement as part of the organization can improve lecturers’ research performance. The better the work
engagement, the higher the research performance achieved.

Managerial implication that lecturers’ research performance is low is a general condition due to low work
engagement. A fundamental paradigm shift is needed in managing lecturer performance to improve lecturers’
research performance. The results of this study as a framework for building a metamodel to encourage
improvement in lecturers’ research performance through commitment and work engagement factors as the focus
of attention.

The limitations of the study are the existence of uncontrolled variables namely private universities’ ranking and
research budget allocation. The lecturers investigated in this study consisted of private University lecturers without
distinguishing experience in research with a variety of epistemology choices.
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