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ABSTRACT 

This study examines the influence of Strategic Human Resource Management (SHRM) practices on lecturer 
performance within Indonesian private universities, focusing on the roles of intrinsic motivation, professional 
competence, and career development, with discipline as a proposed behavioural mediator. Data from 119 
lecturers were analysed using Partial Least Squares Structural Equation Modelling (PLS-SEM). The results 
indicate that intrinsic motivation has a significant direct positive effect on lecturer performance, while career 
development strongly enhances discipline. However, discipline does not mediate the relationships between the 
independent variables and performance, and professional competence shows no significant direct or indirect 
effects in this model. The findings underscore the importance of fostering intrinsic motivation and 
implementing structured career pathways to improve academic outcomes. They also challenge the assumed 
centrality of discipline as a key behavioural conduit in SHRM frameworks for higher education. The study 
contributes to theory by integrating SHRM with behavioural and motivational perspectives. It offers practical 
insights for academic leaders seeking to enhance faculty performance through targeted human resource 
strategies in the post-pandemic era. 

KEYWORDS: Strategic Human Resource Management, Lecturer Performance, Intrinsic Motivation, Career 
Development, Discipline, PLS-SEM, Higher Education, Indonesia. 
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1. INTRODUCTION 

Strategic Human Resource Management (SHRM) 
has emerged as a pivotal approach in reshaping the 
educational landscape within higher education 
institutions. Given the rapid transformation in the 
higher education sector driven by globalisation, 
technological advances, and increasing competition, 
it has become essential for academic institutions to 
align their human resource practices with the goals 
of faculty development and performance 
enhancement. This alignment not only promotes 
institutional competitiveness but also optimises 
lecturer engagement and performance, underscoring 
the significance of intrinsic motivation and career 
development in the academic environment. The 
COVID-19 pandemic has further intensified this 
need, fundamentally altering the operational and 
strategic landscape and compelling institutions [1], 
[2], [3] to rethink how they manage and develop their 
academic workforce [4], [5]. In this context, SHRM 
serves as a critical framework for aligning lecturer 
capabilities, motivations, and career trajectories with 
institutional goals for sustainable academic 
productivity [6], [7]. 

One critical element of SHRM is career 
development, which encompasses activities aimed at 
improving an individual's capabilities and 
promoting professional growth [8]. Research 
suggests that structured career development 
programs mediate intrinsic motivation, leading to 
higher lecturer performance. For instance, 
understanding the intrinsic and extrinsic motivators 
behind faculty engagement is crucial to developing 
effective HR strategies that address varying 
motivational needs. This perspective aligns with 
empirical evidence indicating that faculty clarity on 
career advancement opportunities significantly 
correlates with their job satisfaction and performance 
metrics [9]. Notably, enhancing career adaptability 
and self-perception of employability has been 
identified as an instrumental factor in mediating 
intrinsic motivation and lecturer performance. 
Concurrently, fostering intrinsic motivation through 
supportive HR practices, such as job autonomy, 
recognition, and professional development, is 
essential to enhancing lecturer performance [10]. 
HRM practices that prioritise employee engagement, 
leadership development, and motivational 
alignment are key drivers of organisational growth 
and individual performance [11]. 

Translating motivation and career support into 
tangible performance outcomes [12], [13] often 
involves behavioural mediation. Discipline, as a form 
of self-regulation and professional consistency, is 

posited as a key behavioural conduit [14], [15]. 
However, the mediating role of discipline within 
SHRM frameworks remains underexplored, 
particularly in post-pandemic educational settings 
where behavioural execution gaps are pronounced. 
Moreover, while numerous studies have explored 
the interdependencies between motivational factors 
and performance outcomes in various professional 
settings, research specific to the nuances within 
higher education remains scant. There exists a 
noteworthy gap in the literature concerning the 
detailed exploration of behavioural mediation 
processes that impact lecturer performance through 
the lens of intrinsic motivation and career 
development. 

Despite the growing recognition of SHRM's 
importance, several critical gaps persist. First, while 
studies have examined career development and 
intrinsic motivation in isolation, there is a lack of 
integrative research that positions these elements 
within a unified SHRM framework designed 
explicitly for the post-pandemic academic context [4], 
[16]. Second, the existing literature often adopts a 
siloed approach, focusing either on structural 
institutional support or individual psychological 
traits, thereby neglecting the crucial "behavioural 
execution gap" between intention and outcome [17]. 
Third, although career development is 
acknowledged as vital, research has predominantly 
focused on long-term policy interventions, 
overlooking its immediate behavioural implications, 
such as how structured career pathways influence 
daily professional discipline, punctuality, and 
proactive teaching engagement [18], [19]. Finally, 
while technology's role in HR is acknowledged, its 
integration with behavioural mediators, such as 
discipline, to enhance lecturer performance remains 
empirically underexplored [20]. 

This study introduces novelty by proposing and 
testing an integrative SHRM framework that bridges 
motivational theory, career systems, and behavioural 
science within higher education. Unlike previous 
research, this study explicitly positions discipline as 
a central behavioural mediator within the SHRM 
process, examining how intrinsic motivation and 
career development translate into consistent 
professional behaviour and, ultimately, enhanced 
lecturer performance. The research employs a robust 
quantitative methodology, Partial Least Squares 
Structural Equation Modelling (PLS-SEM), to test 
both direct and mediated relationships within a 
single model, offering empirical clarity on pathways 
that have previously been theoretical or fragmented. 
Furthermore, the study is situated within the post-
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pandemic Indonesian higher education landscape, 
offering culturally specific insights into the unique 
challenges of the digital transition and academic 
resilience in emerging economies. By doing so, it 
moves beyond Western-centric models and 
contributes to a more global understanding of SHRM 
applicability. 

The study aims to fill these gaps by exploring the 
intricate relationships among SHRM practices, career 
development initiatives, intrinsic motivation, and 
how these collective elements, mediated by 
discipline, influence lecturer performance in higher 
education. By utilising a comprehensive framework 
that incorporates established psychological theories 
of motivation, such as self-determination theory, we 
aim to elucidate the role of intrinsic motivation in 
propelling faculty towards enhanced performance 
[21]. This study contributes not only to the systematic 
understanding of HRM within academic settings but 
also offers valuable, evidence-based strategies for 
policymakers and institutional leaders aiming to 
cultivate a vibrant, disciplined, and high-performing 
educational workforce to meet the challenges of the 
21st century effectively. 

2. LITERATURE REVIEW 

2.1. Strategic Human Resource Management in 
Higher Education 

Strategic Human Resource Management (SHRM) 
has solidified its position as a crucial framework for 
understanding how human resource practices align 
with institutional objectives, particularly in higher 
education. SHRM involves systematically integrating 
human resource practices into the university's 
strategic goals to enhance faculty performance and 
institutional outcomes. A meta-analysis by Combs et 
al. shows that high-performance work practices 
(HPWPs) positively contribute to organisational 
performance by fostering an environment conducive 
to greater employee engagement and productivity 
[22]. The significance of these practices becomes even 
clearer when examined alongside lecturer 
performance. Sun et al. identify the relational 
dynamics in SHRM, 

suggesting that high-performance HR practices 
lead to improved organisational citizenship 
behaviours among faculty, thereby enhancing 
productivity and reducing turnover [23]. By aligning 
HRM practices with faculty expectations and career 
aspirations, institutions can foster an engaged 
workforce motivated to excel in their teaching and 
research. 

In the post-pandemic context, this strategic 
alignment has become even more critical. The 

sudden shift to digital modalities highlighted the 
complexities of academic productivity, requiring not 
only output in research and teaching but also 
adaptability, innovation, and behavioural 
consistency from lecturers [4], [5]. As traditional 
metrics of academic success prove insufficient, 
SHRM offers a lens through which institutions can 
holistically manage factors contributing to lecturer 
performance, such as intrinsic motivation, 
competence, and career pathway clarity [6], [7]. 

2.2. Career Development and Its Impact 

Career development is a quintessential aspect of 
SHRM in post-secondary education settings. The 
development of faculty careers can significantly 
influence not only individual performance but also 
overall institutional effectiveness. Research by 
Nawaz et al. emphasises the importance of 
structured career advancement initiatives, 
illustrating that career growth, including promotion 
speed and salary increases, directly correlates with 
faculty commitment and performance [8]. Similarly, 
Alshaikhmubarak et al. support these findings by 
highlighting the impact of high-performance HR 
practices on the research performance and overall 
career success of academics, reinforcing the 
mediating role of research performance [24]. 

Drawing on Career Construction Theory [25], 
career development is not merely about promotions 
but involves "career adaptability," encompassing 
concern, control, curiosity, and confidence, which 
fosters proactive and self-regulatory behaviours [26], 
[27]. Lecturers with well-defined career trajectories 
are more likely to engage in structured professional 
behaviours [18], [19]. Effective career management 
practices, such as performance feedback, 
involvement in decision-making, and training, 
positively correlate with job performance [28], while 
AI-based career management can enhance decision-
making accuracy in career planning [29]. These 
initiatives are crucial for creating compelling and 
competitive institutions through transparent, 
competency-based advancement and inclusive HR 
management [30]. 

The role of career development initiatives in 
shaping lecturers’ self-efficacy and intrinsic 
motivation cannot be understated. posit that 
enhanced self-efficacy leads to better academic 
performance, subsequently boosting employability 
and career prospects for students and faculty alike 
[31]. Career pathways linked with internalised 
motivation can lead to greater adherence to 
professional standards and teaching schedules [32], 
[33]. However, research has often focused on policy-
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level interventions, neglecting their short-term 
behavioural implications, such as punctuality and 
proactive engagement in teaching duties [18], [19]. 
This study addresses this gap by contextualising 
career development in relation to daily academic 
behaviour. 

2.3. Intrinsic Motivation and Lecturer 
Performance 

Intrinsic motivation is a vital driver of lecturer 
performance in higher education, encouraging 
educators to engage deeply with their work and to 
innovate in their teaching methods. The framework 
of self-determination theory (SDT) supports this 
notion, suggesting that fulfilling psychological needs 
for autonomy, competence, and relatedness can 

Enhance intrinsic motivation among educators 
[21]. Lecturers with high intrinsic motivation 
demonstrate increased autonomy, perseverance, and 
resilience, especially under conditions of uncertainty 
[4], [34]. This internal drive underpins a lecturer's 
ability to innovate pedagogically and maintain 
consistent performance. 

Research indicates that supportive HR practices 
can significantly influence intrinsic motivation. Job 
autonomy and HR practices like recruitment, 
training, performance appraisal, and compensation 
are critical in enhancing job performance [10]. HRM 
practices that focus on employee engagement, 
leadership skills, and motivation are essential for 
organisational growth and employee performance 
[11]. Studies such as those by Iqbal et al. have found 
that both intrinsic and extrinsic motivational factors 
significantly influence performance in higher 
education settings, further indicating that building a 
quality culture can mediate this relationship [35]. 
Additionally, faculty motivation is affected by 
leadership styles within educational institutions. 
Nguyen et al. explored how benevolent leadership 
enhances organisational citizenship behaviours 
among lecturers, demonstrating the importance of 
relational dynamics in improving both individual 
and collective performance [36]. 

Most existing studies adopt a siloed approach, 
examining either personal characteristics or 
structural aspects, often neglecting the behavioural 
execution gap between intention and outcome. There 
is limited understanding of how intrinsic drives 
manifest as consistent behaviours, such as discipline, 
that directly influence academic output [16], [17]. 

2.4. Behavioural Mediation Mechanisms 

Understanding the behavioural mediation 
mechanisms through which HRM practices influence 

lecturer performance is crucial for advancing SHRM 
efforts in higher education. Jiang et al. assert that 
addressing the "black box" within SHRM research by 
identifying mediating factors will help clarify how 
HR practices translate into superior performance 
outcomes [37]. This study introduces discipline as a 
central behavioural mediator within this black box. 

Discipline, as a behavioural construct, reflects a 
lecturer's ability to self-regulate and adhere to 
institutional expectations. It entails time 
management, professional conduct, and consistent 
engagement with students. The Theory of Planned 

Behaviour (Ajzen, 2020) posits that behavioural 
control and intentions significantly shape actual 
performance. Likewise, Organisational Citizenship 
Behaviour (OCB) theory emphasises 
conscientiousness and dependability as vital 
predictors of individual performance [15], [38]. 
Lecturers who exhibit disciplined behaviour are 
more likely to meet academic responsibilities, 
maintain quality instruction, and contribute 
positively to institutional reputation [16], [39]. 

The roles of mediators such as job satisfaction and 
organisational commitment are also particularly 
salient. Research by Romanto indicates that strategies 
integrating work motivation and organisational 
commitment correlated positively with faculty 
performance outcomes [40]. Furthermore, employee 
commitment serves as a mediating factor between 
SHRM practices and human capital development, 
indicating that committed employees are more likely 
to perform better [41]. HRM practices, including 
training and development, performance appraisal, 
and compensation, have a significant positive impact 
on sustainable development and lecturer 
performance [42]. 

The mediating role of discipline within SHRM 
frameworks remains underexplored, particularly in 
post-pandemic educational settings where 
behavioural execution gaps are pronounced. Most 
models overlook the importance of self-regulation, 
i.e., how motivated or competent lecturers translate 
intentions into consistent, productive actions [43]. 
This behavioural execution gap remains under-
theorised and empirically untested in a post-
pandemic context. 

The reviewed literature underscores SHRM's 
pivotal role in aligning human resources with 
institutional goals in higher education. Integrating 
robust career development frameworks, fostering 
intrinsic motivation, and understanding mediating 
behavioural mechanisms can substantially enhance 
lecturer performance.  
However, significant gaps persist: 
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1. An integrated SHRM framework that 
combines career development, intrinsic 
motivation, and behavioural mediation 
(specifically discipline) is lacking. 

2. The behavioural translation of motivation and 
career support into performance is 
underexplored, with discipline rarely 
positioned as a key mediator. 

3. The role of discipline as a mediator within this 
strategic framework remains untested, 
especially in the transformed post-pandemic 
educational environment. 

These gaps highlight the need for an integrative 
model that empirically examines how SHRM-driven 
factors, channelled through professional discipline, 
culminate in enhanced lecturer performance, 
particularly in the unique context of post-pandemic 
higher education in emerging economies. 

3. METHOD 

This study employed a quantitative explanatory 
design to investigate the causal relationships 
between strategic human resource management 
(SHRM) factors, namely intrinsic motivation, 
professional competence, and career development 
and lecturer performance, with discipline posited as 
a behavioural 

mediator. The research was conducted within the 
context of Indonesian private higher education 
institutions, using a cross-sectional survey. Partial 
Least Squares Structural Equation Modelling (PLS-
SEM) via SmartPLS 4.0 was applied, as this method 
is particularly suitable for predictive research, theory 
development, and testing complex models with 
mediation effects [44]. The use of PLS-SEM aligns 
with the study’s objective of validating an integrative 
SHRM framework and examining the direct and 
indirect pathways through which HR practices 
influence academic outcomes. 

Data were collected from a purposively selected 
sample of 119 lecturers from various universities in 
East Java, Indonesia. The purposive sampling 
technique ensured that participants had relevant 
experience in both traditional and post-pandemic 
teaching modalities. The sample size was determined 
based on the “10-times rule” [44], which recommends 
a minimum of 10 observations per indicator for the 
most complex construct. With three exogenous 
constructs directing paths toward the mediating 
variable (discipline), a minimum sample of 30 was 
initially required. To enhance statistical power and 
ensure robustness for mediation analysis, the sample 
was expanded to 119 respondents. The demographic 
profile of respondents is presented in Table 1. 

Table 1: Demographic Profile of Respondents (N=119). 

 
A structured questionnaire served as the primary 

data collection instrument, employing a five-point 
Likert scale ranging from “strongly disagree” to 
“strongly agree.” The measurement items were 
adapted from well-established theoretical 
frameworks and prior empirical studies to ensure 
contextual and construct validity. Intrinsic 
motivation was operationalised using indicators 
derived from Self-Determination Theory [21], [34]. 

 Professional competence was measured using 
Spencer and Spencer’s (1993) Competency Model, 
which incorporates pedagogical, technological, and 
adaptive skill items [45]. Career development was 
assessed using items grounded in Career 
Construction Theory [25] that focused on 
institutional support, advancement opportunities, 
and professional growth [19]. Discipline was 
conceptualised as a self-regulatory behavioural 

Demographic Variable Category Frequency Percentage 

Highest Education Master’s Degree 74 62.20% 
 

Doctorate 45 37.80% 

Length of Service < 10 years 38 31.90% 
 

10 – 25 years 52 43.70% 
 

> 25 years 29 24.40% 

Academic Position Teaching Staff 19 15.90% 
 

Expert Assistant 38 31.90% 
 

Lecturer 39 32.70% 
 

Head Lecturer 21 17.60% 
 

Professor 2 1.90% 
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construct, with items aligned with the Theory of 
Planned Behaviour [14] and Organisational 
Citizenship Behaviour [15]. Lecturer performance 
was evaluated using multi-dimensional indicators 
reflecting teaching effectiveness, research 
contribution, and institutional service in the post-
pandemic environment [4], [16]. The instrument was 
pilot-tested with 20 lecturers to confirm clarity, 
relevance, and reliability before full-scale 
administration. 

Data analysis followed a two-step PLS-SEM 
procedure. First, the measurement model was 
assessed to evaluate reliability and validity. Internal 
consistency was examined using Cronbach’s alpha 
and composite reliability, with acceptable thresholds 
of 0.70 or higher. Convergent validity was confirmed 
through average variance extracted (AVE) values 
exceeding 0.50. Discriminant validity was verified 
using the heterotrait-monotrait (HTMT) ratio, with 
all inter-construct values remaining below the 
conservative threshold of 0.85 (Hair et al., 2021). 
Second, the structural model was evaluated to test 
the hypothesised relationships. Path coefficients (β) 

and their significance were determined through 
bootstrapping with 5,000 subsamples. The 
explanatory power of the model was assessed using 
the coefficient of determination (R²) for endogenous 
constructs, while predictive relevance was evaluated 
through Stone-Geisser’s Q² via a blindfolding 
procedure. Effect sizes (f²) were calculated to 
determine the substantive impact of exogenous 
variables. Mediation analysis was conducted by 
examining indirect effects using the bootstrapping 
approach to determine whether discipline 
significantly mediated the relationships between the 
independent variables and lecturer performance. 

The study adhered to ethical research standards, 
including informed consent, voluntary participation, 
confidentiality, and anonymity of respondents. The 
proposed conceptual model, illustrated in Figure 1, 
integrates SHRM antecedents with behavioural 
mediation, providing a theoretically grounded and 
methodologically rigorous framework for 
understanding how strategic HR practices translate 
into enhanced academic performance in the evolving 
landscape of higher education. 

 
Figure 1: Conceptual Research Model. 

4. RESULT  

4.1. Measurement Model Assessment 

The measurement model evaluation confirmed 
the reliability and validity of all constructs. As 
presented in Table 2, all constructs demonstrated 

satisfactory internal consistency, with Cronbach’s 
alpha and composite reliability (CR) values 
exceeding the recommended threshold of 0.70. 
Convergent validity was established, as the average 
variance extracted (AVE) for each construct exceeded 
0.50, indicating that the indicators adequately 
captured the underlying latent variables. 

Table 2: Reliability And Convergent Validity of Constructs. 
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Discriminant validity was assessed using the 

Heterotrait-Monotrait (HTMT) ratio. As shown 
in Table 3, all HTMT values were below the 
conservative threshold of 0.85, confirming that each 
construct is empirically distinct from the others (Hair 

et al., 2021). The highest correlation was observed 
between Career Development and Discipline (HTMT 
= 0.763), which is theoretically aligned, while other 
inter-construct correlations remained within 
acceptable limits 

Table 3: Discriminant Validity: Htmt Ratio. 

 

4.2. Structural Model and Hypothesis Testing 

The structural model was evaluated for 
explanatory power, predictive relevance, and 
significance of hypothesised paths. The model 
explained 52.8% (R² = 0.528) of the variance in 
Discipline and 26.2% (R² = 0.262) of the variance in 
Lecturer Performance, indicating moderate and 
weak explanatory power, respectively, according to 
the benchmarks proposed by [44]. 

The predictive relevance of the model was 
confirmed with Stone-Geisser’s Q² values of 0.286 for 
Discipline and 0.147 for Performance, both exceeding 
zero, thereby indicating adequate predictive 
relevance. Variance Inflation Factor (VIF) values for 
all constructs were below 3.3, confirming the absence 
of multicollinearity issues. 

The results of the hypothesis testing are 

summarised in Table 4. Career Development 
exhibited a strong, statistically significant positive 
effect on Discipline (β = 0.634, t = 7.594, p < 0.001), 
supporting H3. In contrast, the effects of Intrinsic 
Motivation (β = 0.083, t = 0.920, p > 0.05) and 
Professional Competence (β = 0.119, t = 1.648, p > 
0.05) on Discipline were not statistically significant; 
thus, H1 and H2 were not supported. 

Regarding direct effects on performance, Intrinsic 
Motivation demonstrated a significant positive direct 
effect on Lecturer Performance (β = 0.512, t = 7.157, p 
< 0.001), supporting H5b. 

However, Discipline did not show a significant 
direct effect on Lecturer Performance (β = -0.192, t = 
1.700, p > 0.05), leading to the rejection of H4. 
Similarly, the direct effects of Professional 
Competence (β = -0.024, t = 1.021, p > 0.05) and 
Career Development (β = -0.024, t = 0.244, p > 0.05) 

Construct Items Loadings 

Range 

Cronbach’s 

Alpha 

Composite 

Reliability 

(CR) 

Average 

Variance 

Extracted 

(AVE) 

Intrinsic 

Motivation 

5 0.734 – 

0.892 

0.876 0.911 0.673 

Professional 

Competence 

5 0.712 – 

0.881 

0.845 0.894 0.628 

Career 

Development 

5 0.768 – 

0.905 

0.889 0.918 0.692 

Discipline 5 0.745 – 

0.888 

0.862 0.902 0.651 

Lecturer 

Performance 

5 0.721 – 

0.874 

0.851 0.889 0.618 

 

 
1 2 3 4 5 

1. Intrinsic Motivation - 
    

2. Professional Competence 0.412 - 
   

3. Career Development 0.385 0.452 - 
  

4. Discipline 0.398 0.399 0.763 - 
 

5. Lecturer Performance 0.529 0.410 0.478 0.215 - 
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on Lecturer Performance were not significant; therefore, H6b and H7b were not supported. 

Table 4: Hypothesis Testing Results (Pls-Sem Bootstrapping: 5,000 Samples). 

 
Note: CI = Confidence Interval; Perf. = Performance; Dev. = Development. 

4.3. Assessment Of Mediation Effects 

The mediation analysis revealed that Discipline 
did not serve as a significant behavioural conduit in 
the model. None of the indirect effects through 
Discipline were statistically significant: Motivation 
→ Discipline → Performance (β = -0.016, t = 0.682, p 
> 0.05); Competence → Discipline → Performance (β 
= -0.023, t = 1.021, p > 0.05); and Career Development 
→ Discipline → Performance (β = -0.122, t = 1.659, p 
> 0.05). Consequently, the hypothesised mediating 
roles of Discipline (H5a, H6a, H7a) were not 
supported by the data. 

4.4. Effect Size and Model Fit 

The effect size (f²) of each exogenous construct 
was calculated to assess its substantive impact. 
Career Development exhibited a significant effect on 
Discipline (f² = 0.651). Intrinsic Motivation showed a 
small-to-medium direct effect on Performance (f² = 
0.293). All other f² values were below 0.02, indicating 
negligible effects. The overall model fit, as assessed 
by the standardised root mean square residual 
(SRMR), was 0.068, which is below the recommended 
threshold of 0.08, indicating a good fit between the 
proposed model and the observed data. 

In summary, the results highlight the strong 
influence of Career Development on fostering 
Discipline and the pivotal direct role of Intrinsic 
Motivation in enhancing Lecturer Performance. 
However, the postulated mediating mechanism of 

Discipline did not receive empirical support, 
suggesting that the relationship between SHRM 
factors and performance may operate through 
alternative behavioural or psychological pathways 
not captured in the current model [46]. 

5. DISCUSSION 

The findings of this study offer a nuanced 
understanding of how Strategic Human Resource 
Management (SHRM) practices, specifically career 
development and intrinsic motivation, influence 
lecturer performance in the post-pandemic 
Indonesian higher education context. The results 
reveal a complex interplay between these factors, 
challenging some established assumptions while 
reinforcing others. This discussion synthesises the 
key outcomes, interprets them within the broader 
theoretical and empirical landscape, and highlights 
novel insights that extend the current literature. 

5.1. The Central Role of Career Development in 
Fostering Discipline 

The most robust finding of this study is the strong, 
statistically significant positive effect of career 
development on lecturer discipline (β = 0.634, p < 
0.001). This result strongly aligns with Career 
Construction Theory [25], which posits that clear, 
structured professional pathways enhance an 
individual's sense of control, concern for the future, 
and proactive self-regulation. In practical terms, 

Hypothesis Relationship Path 

Coefficient (β) 

t-

Statistic 

p-

value 

95% CI Supported? 

H1 Motivation → 

Discipline 

0.083 0.920 0.358 [-0.095, 

0.258] 

No 

H2 Competence → 

Discipline 

0.119 1.648 0.099 [-0.022, 

0.260] 

No 

H3 Career Development 

→ Discipline 

0.634 7.594 0.000 [0.469, 

0.799] 

Yes 

H4 Discipline → 

Performance 

-0.192 1.700 0.089 [-0.414, 

0.030] 

No 

H5a Motivation → 

Discipline → Perf. 

-0.016 0.682 0.495 [-0.062, 

0.030] 

No 

H5b Motivation → 

Performance 

0.512 7.157 0.000 [0.374, 

0.650] 

Yes 

H6a Competence → 

Discipline → Perf. 

-0.023 1.021 0.307 [-0.067, 

0.021] 

No 

H6b Competence → 

Performance 

-0.024 1.021 0.307 [-0.070, 

0.022] 

No 

H7a Career Dev. → 

Discipline → Perf. 

-0.122 1.659 0.097 [-0.265, 

0.021] 

No 

H7b Career Dev. → 

Performance 

-0.024 0.244 0.807 [-0.219, 

0.171] 

No 
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lecturers who perceive that their institution invests in 
their long-term growth through transparent 
promotion frameworks, mentorship programs, and 
competency-based advancement [30] are more likely 
to internalise professional standards and exhibit 
disciplined behaviours such as punctuality, 
meticulous lesson planning, and adherence to 
academic responsibilities [18], [19]. 

This finding directly addresses a gap identified in 
the literature review, where career development was 
often studied as a long-term policy issue, neglecting 
its immediate behavioural consequences [18], [19]. 
Our research bridges this gap by empirically 
demonstrating that strategic HR investments in 
career systems yield tangible, short-term returns in 
the form of enhanced professional discipline, a 
critical asset in the volatile post-pandemic 
educational environment. 

5.2. The Pivotal Direct Impact of Intrinsic 
Motivation on Performance 

Consistent with Self-Determination Theory [21], 
intrinsic motivation emerged as the most powerful 
direct predictor of lecturer performance (β = 0.512, p 
< 0.001). This finding underscores that lecturers 
driven by internal satisfaction, autonomy, and a 
sense of relatedness are more resilient, innovative, 
and effective in their roles, particularly when 
navigating the challenges of hybrid and online 
teaching [4], [34]. This result corroborates prior 
studies emphasising that HR practices fostering 
autonomy and recognition are crucial for 
performance [10], [11]. 

The non-significant path from intrinsic 
motivation to discipline (H1 not supported) 
introduces a critical nuance. It suggests that while 
motivated lecturers perform well, their performance 
is not necessarily channelled through the mechanism 
of structured, rule-bound discipline. Instead, their 
excellence may stem from passion, creativity, and 
adaptive engagement qualities that are sometimes 
orthogonal to conventional measures of discipline. 
This decoupling of motivation and discipline 
challenges the implicit assumption in some Theory of 
Planned Behaviour and OCB literature that 
motivation invariably translates into standardised 
conscientious behaviour [14], [15]. It implies that for 
highly intrinsically motivated individuals, 
performance may be more organic and less 
dependent on strict self-regulatory discipline. 

5.3. The Non-Significant Mediating Role of 
Discipline: Unpacking the Behavioural "Black 
Box" 

A central and somewhat unexpected finding is the 
lack of significant mediation by discipline. Neither 
intrinsic motivation, professional competence, nor 
career development translated into improved 
performance through the behavioural conduit of 
discipline. This finding is pivotal for SHRM theory, 
as it addresses the "black box" problem highlighted 
by [37]. Our results suggest that for this sample, 
discipline is not the primary behavioural mechanism 
linking HR practices to performance outcomes. 

Several interpretations arise. First, the measure 
of discipline in this study, focusing on punctuality, 
rule adherence, and consistency, may reflect a more 
compliance-based construct. In the complex, 
knowledge-driven work of academia, performance 
may be more strongly mediated by other behavioural 
or cognitive mechanisms, such as knowledge 
sharing [41], innovative work behaviour [47], 
or career adaptability [26], [27]. Second, the post-
pandemic context may have redefined performance 
determinants, with adaptability, technological 
agility, and emotional resilience factors not fully 
captured by traditional disciplines becoming more 
critical [6], [7]. This finding invites a re-examination 
of the behavioural mediators within academic SHRM 
models, suggesting a need for more nuanced 
constructs that capture proactive, adaptive, and 
innovative professional behaviours. 

5.4. The Limited Role of Professional 
Competence: A Contextual Paradox 

The non-significant effects of professional 
competence on both discipline and performance 
were surprising, given the emphasis on competency 
models in HR and education literature [48], [49]. One 
explanation is the phenomenon of "competence 
saturation." In a sample where 100% of respondents 
hold at least a master's degree and 37.8% hold 
doctorates, basic pedagogical and subject-matter 
competence may be a ubiquitous baseline rather than 
a differentiating factor. Performance variations may 
therefore be driven less by having competence and 
more by how that competence is applied, mediated 
by motivation, creativity, or support systems, which 
aligns with findings that competence alone is 
insufficient without enabling conditions [50]. 

The finding may reflect the unique stressors of the 
post-pandemic era. Competence in traditional face-
to-face pedagogy may not directly translate to 
effectiveness in digital or hybrid modes without 
corresponding motivation and institutional support 
for adaptation [45]. This highlights a critical 
implication for SHRM: investing solely in 
competency development (e.g., training workshops) 
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without concurrently fostering the motivational and 
career ecosystems may yield limited returns on 
performance.  
This study synthesises and extends previous work 
in several key areas: 

1. Integrating SHRM with Behavioural Micro-
Foundations: While prior SHRM research in 
higher education often focused on macro-level 
practices [22], [23], this study zooms in on the 
micro-level behavioural mediator of discipline. 
Our finding that this specific mediator was 
non-significant is itself a valuable contribution, 
redirecting scholarly attention to other 
potential mechanisms, such as adaptability or 
proactive behaviour. 

2. Contextualising Post-Pandemic Academic 
Work: The study validates and extends 
findings on the critical role of intrinsic 
motivation in times of crisis [4], [5]. It also 
provides empirical evidence from Indonesia, a 
context underrepresented in mainstream 
SHRM literature, showing that the positive 
link between career development and 
professional behaviour holds across cultural 
settings, yet the mediating pathways may 
differ. 

3. Introducing Nuance to Established 
Theories: The results introduce important 
nuance to Self-Determination 
Theory and Career Construction Theory. They 
confirm that intrinsic motivation and career 
development are potent forces, but suggest 
their pathways to performance may be more 
direct and less reliant on the planned, 
disciplined behaviour emphasised in 
the Theory of Planned Behaviour. This calls for 
more integrative theoretical models that 
account for multiple, parallel pathways to 
performance. 

4. Highlighting Unexplored Mediators from the 
Broader Literature: Our findings resonate with 
and point toward other significant mediators 
identified in related literature that were not the 
focus of this model. For instance, the strong 
direct effect of motivation aligns with research 
on job autonomy as a critical facilitator [10]. 
The non-significant mediation of discipline 
suggests the potential greater relevance of 
mediators such as organisational commitment 
[40] or technology-enabled engagement [20]. 
Furthermore, the emphasis on career systems 
supports the growing literature on AI-
enhanced career management as a strategic 
tool [29]. 

The research provides a refined, context-sensitive 
map of the SHRM-performance landscape in higher 
education. It strongly affirms the strategic value of 
investing in intrinsic motivation (through 
autonomy-supportive cultures) and structured 
career development (through transparent, 
supportive pathways). However, it fundamentally 
challenges the assumed centrality of compliance-
oriented discipline as the key behavioural conduit. 

The primary theoretical implication is that SHRM 
models in academia should incorporate a wider array 
of behavioural and psychological mediators, such as 
adaptability, innovative behaviour, and digital 
fluency, which may be more salient in today's 
dynamic, technology-infused educational 
environment. In practice, university leaders should 
design HR systems that simultaneously strengthen 
motivational climates and career architectures while 
moving beyond discipline-based performance 
assessments toward evaluations that capture 
adaptive, creative, and student-centred excellence. 
Future research should employ longitudinal or 
mixed-methods designs to unpack the complex 
mediation "black box" further and explore the 
conditional effects of factors like leadership style, 
institutional culture, and digital transformation 
maturity. 

6. CONCLUSION 

This study set out to investigate the intricate 
relationships between Strategic Human Resource 
Management (SHRM) practices, specifically intrinsic 
motivation, professional competence, and career 
development and lecturer performance in 
Indonesian private universities, with discipline 
posited as a key behavioural mediator. Employing a 
quantitative explanatory design and analysing data 
from 119 lecturers using Partial Least Squares 
Structural Equation Modelling (PLS-SEM), the 
research yields several conclusive insights that 
advance both theoretical understanding and 
practical application in post-pandemic higher 
education management. 

The findings robustly confirm the direct and 
substantial influence of intrinsic motivation on 
lecturer performance, aligning with Self-
Determination Theory and underscoring the 
irreplaceable value of fostering autonomy, 
competence, and relatedness within academic roles. 
Simultaneously, the study reveals that structured 
career development serves as an influential 
antecedent to professional discipline, validating 
Career Construction Theory and highlighting the 
importance of transparent, supportive career 
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pathways in cultivating consistent, rule-adherent 
academic behaviour. However, contrary to the 
hypothesised framework, discipline did not 
mediate between the SHRM antecedents and 
performance outcomes. Furthermore, professional 
competence, while undoubtedly essential, did not 
emerge as a significant direct or indirect predictor of 
performance within this specific model and context, 
suggesting a potential "competence saturation" effect 
or the predominance of other enabling factors. 

Theoretically, this research makes a distinct 
contribution by integrating SHRM principles with 
behavioural and motivational theories into a unified 
framework tailored for the higher education sector. It 
successfully addresses identified gaps in the 
literature by empirically testing the behavioural 
execution pathway, though the non-significant 
mediation result itself becomes a critical finding. It 
challenges the assumed centrality of compliance-
oriented disciplines as the primary conduit for 
performance in knowledge-intensive academic work, 
suggesting that future models should incorporate 
more nuanced mediators, such as adaptability, 
innovative work behaviour, and digital agility. The 
study also enriches the application of SHRM theories 
across geographically diverse contexts by providing 
empirical evidence from the Indonesian context. 
From a managerial perspective, the conclusions are 
clear and actionable. University leaders and HR 
policymakers should prioritise the dual strategy of: 

1. Cultivating Intrinsic Motivation: By designing 
autonomy-supportive work environments, 
recognising professional achievements, and 
fostering a collaborative academic culture. 

2. Strengthening Career Architecture: By 
implementing transparent, competency-based 
promotion systems, mentorship programs, 
and continuous professional development 
opportunities that clearly map future growth 

for lecturers. 
Investments in these areas are likely to yield 

significant returns in performance and professional 
conduct. However, the findings advise against over-
reliance on discipline-based metrics as the primary 
lever for performance enhancement. Instead, 
performance management systems should evolve to 
recognise and reward the adaptive, creative, and 
student-centred behaviours that intrinsic motivation 
uniquely fuels. 

This study is not without limitations. Its cross-
sectional design precludes definitive causal 
inferences, and the reliance on self-reported data 
may introduce bias. The model, while informative, 
explained a moderate portion of the variance in 
discipline (52.8%) and a weaker portion in 
performance (26.2%), indicating the involvement of 
other significant factors, such as leadership styles, 
organisational climate, technological readiness, and 
personal well-being. 

Future research should employ longitudinal 
designs to trace the evolution of these relationships 
over time. Qualitative inquiries could richly 
elucidate the "how" and "why" behind the 
quantitative patterns observed, particularly the 
disconnection between discipline and performance. 
Expanding the model to include other potent 
mediators, such as career adaptability, knowledge 
sharing, or psychological empowerment, and 
moderators, such as digital transformation maturity 
or institutional culture, would provide a more 
comprehensive understanding. Ultimately, by 
embracing a more holistic, agile, and motivation-
centred SHRM approach, higher education 
institutions can better navigate the post-pandemic 
landscape, enhancing not only lecturer performance 
but also the overall quality and resilience of the 
academic ecosystem. 

REFERENCES 

D. Susilo, E. Hidayat, and R. Marta, “Village public innovations during COVID19 pandemic in rural areas: 
Phenomena in Madura, Indonesia,” Cogent Soc. Sci., vol. 7, no. 1, p. 1905919, 2021. 

E. Hidayat, D. Susilo, and E. M. A. Garcia, “Handling Covid-19 in Sampang: leadership and local elite public 
communication strategy,” Jurnal Studi Komunikasi, vol. 5, no. 2, pp. 319–335, Jun. 2021, doi: 10.25139/jsk. 
v5i2.3613. 

E. Hidayat and D. Susilo, “Refusing to Die: Programmatic Goods in the Fight against COVID-19 in Sampang 
Regency,” Jurnal Politik, vol. 7, no. 1, pp. 47–74, 2021. 

D. Mhlanga, V. Denhere, and T. Moloi, “COVID-19 and the Key Digital Transformation Lessons for Higher 
Education Institutions in South Africa,” Education Sciences, vol. 12, no. 7, p. 464, 2022, doi: 
10.3390/educsci12070464. 

S. Wallace, M. S. Schuler, M. Kaulback, K. Hunt, and M. Baker, “Nursing Student Experiences of Remote 
Learning During the Pandemic,” Nursing Forum, vol. 56, no. 3, pp. 612–618, 2021, doi: 
10.1111/nuf.12568. 



6362 MEITHIANA INDRASARI et al 
 

SCIENTIFIC CULTURE, Vol. 12, No 2.1, (2026), pp. 6351-6364 

Z. Ashraf, G. Afshan, and U. F. Sahibzada, “Unpacking Strategic Corporate Social Responsibility in the Time of 
Crisis: A Critical Review,” Journal of Global Responsibility, 2021, doi: 10.1108/jgr-032021-0030. 

M. C. Dube, “Online Learning Challenges Postgraduate Certificate in Education History Students Faced During 
COVID-19 at the University of Zululand,” Yesterday and Today, p. 24, 2021, doi: 10.17159/2223-
0386/2020/n24a7. 

M. S. Nawaz, S. H. Siddiqui, R. Rasheed, and S. M. J. Iqbal, “Managing Turnover Intentions Among Faculty of 
Higher Education Using Human Resource Management and Career Growth Practices,” Review of 
Economics and Development Studies, vol. 5, no. 1, pp. 109–124, 2019, doi: 10.26710/reads. v5i1.569. 

Z. Fachrian, “The Determination of Resilience, Cultural Adaptation, and Multicultural Organizational Culture 
as Predictors of Superior Performance of Higher Education Lecturers in Jakarta, With Training and 
Career Development as Mediators,” Dinasti International Journal of Management Science, vol. 7, no. 1, pp. 
209–220, 2025, doi: 10.38035/dijms. v7i1.5748. 

A. Mahade, A. Elmahi, A. A. Abdalla, R. A. Said, and K. M. Alomari, “Investigating the Association Between 
Human Resource Management Practices and Job Autonomy on Faculty Job Performance,” Evidence from 
UAE Higher Education Sector. Journal of Public Affairs, vol. 25, no. 1, 2025, doi: 10.1002/pa.70009. 

A. Vasumathi and P. Saravanan, “The impact of demographic profile on SHRM strategies of middle-level HR 
managers in IT firm, India,” International Journal of Services and Operations Management, vol. 30, no. 3, 
pp. 383–403, 2018, doi: 10.1504/IJSOM.2018.092610. 

T. L. Prabowo and I. Irwansyah, “Media Komunikasi Digital PolisiKu: Pelayanan Publik Polri kepada 
Masyarakat,” Jurnal Studi Komunikasi, vol. 2, no. 3, 2018, doi: 10.25139/jsk. v2i3.1174. 

Y. Yasir, N. Nurjanah, N. E. Salam, and N. Yohana, “Kebijakan Komunikasi dalam Membangun Masyarakat 
Sadar Wisata Di Kabupaten Bengkalis-Riau,” Jurnal Studi Komunikasi, 2019, doi: 10.25139/jsk. v3i3.1548. 

I. Ajzen, “The Theory of Planned Behaviour: Frequently Asked Questions,” Human Behaviour and Emerging 
Technologies, vol. 2, no. 4, pp. 314–324, 2020, doi: 10.1002/hbe2.195. 

A. Gayatri and N. Emilisa, “Factors Affecting Organizational Effectiveness at Employees of PT,” CIMB Merchant 
Bank. International Journal of Social Health, vol. 2, no. 2, pp. 45–55, 2023, doi: 10.58860/ijsh. v2i2.21. 

I. N. L. H. Aryadiningrat, D. Sundawa, and K. Suryadi, “Forming the Character of Discipline and Responsibility 
Through Character Education,” Indonesian Values and Character Education Journal, vol. 6, no. 1, pp. 82–
92, 2023, doi: 10.23887/ivcej. v6i1.62618. 

A. E. Kusuma, W. Wasis, E. Susantini, and R. Rusmansyah, “Practicality of the RODE Learning Model in Order 
to Improve Student Communication Skills,” IjoRER: International Journal of Recent Educational Research, 
vol. 3, no. 5, pp. 616–630, 2022, doi: 10.46245/ijorer. v3i5.254. 

A. Nurhadi, Z. Mufarrikoh, H. Q. Mubah, E. F. Susilawati, and K. Indahsari, “Lecturers Development Policy in 
Religious Higher Education and General Higher Education: Multi-Case Studies,” *Al-Tanzim Jurnal 
Manajemen Pendidikan Islam, vol. 7*(1, pp. 203–217, 2023, doi: 10.33650/al-tanzim. v7i1.4550. 

P. A. Setiawan, “The Influence of Transformational Leadership and Lecturer Motivation on Lecturer 
Performance Through Tacit Knowledge Sharing at the Institut Sains Dan Teknologi Terpadu 
Surabaya,” Journal of Social Research, vol. 2, no. 11, pp. 3836–3846, 2023, doi: 10.55324/josr. v2i11.1485. 

A. Alakoum, E. Nica, and M. Abiad, “AI and algorithmic governance in public administration: implications for 
faculty satisfaction, HR strategies, and performance systems in higher education,” Administrative Si 
Management Public, vol. 2025, no. 44, pp. 6–22, 2025, doi: 10.24818/amp/2025.44-01. 

E. L. Deci and R. M. Ryan, “The ‘what’ and ‘why’ of goal pursuits: Human needs and the self-determination of 
behavior,” Psychological Inquiry, vol. 11, no. 4, pp. 227–268, 2000, doi: 10.1207/S15327965PLI1104_01. 

J. G. Combs, Y. Liu, A. T. Hall, and D. J. Ketchen, “How Much Do High‐performance Work Practices Matter? A 
Meta‐analysis of Their Effects on Organizational Performance,” Personnel Psychology, vol. 59, no. 3, pp. 
501–528, 2006, doi: 10.1111/j.1744-6570.2006.00045. x. 

L. Sun, S. Aryee, and K. S. Law, “High-Performance Human Resource Practices, Citizenship Behavior, and 
Organizational Performance: A Relational Perspective,” Academy of Management Journal, vol. 50, no. 3, 
pp. 558–577, 2007, doi: 10.5465/amj.2007.25525821. 

A. Alshaikhmubarak, N. D. Camara, and Y. Baruch, “The Impact of High-Performance Human Resource 
Practices on the Research Performance and Career Success of Academics in Saudi Arabia,” Career 
Development International, vol. 25, no. 6, pp. 671–690, 2020, doi: 10.1108/cdi-09-2019-0209. 

M. L. Savickas, “The theory and practice of career construction,” in Career development and counseling: Putting 
theory and research to work, John Wiley & Sons, Inc, 2005, pp. 42–70. 



6363 STRATEGIC HUMAN RESOURCE MANAGEMENT IN HIGHER EDUCATION: 
 

SCIENTIFIC CULTURE, Vol. 12, No 2.1, (2026), pp. 6351-6364 

S. Ginting, “Analysis of the Mediation Role of Career Adaptability in the Relationship Between Emotional 
Intelligence and Achievement Motivation for Generation Z Students in West Kalimantan,” Aptisi 
Transactions on Technopreneurship (Att, vol. 4, no. 3, pp. 325–335, 2022, doi: 10.34306/att. v4i3.281. 

Q. Zeng, Z. Song, Z. Yang, S. Wang, and P. Chen, “Career Construction Networks Among Junior and Senior 
High School Students,” Journal of Career Assessment, 2024, doi: 10.1177/10690727241269542. 

O. I. Omotunde, A. J. Adetayo, and I. A. Ajie, “Career management practices and job performance among 
university library personnel in southwest Nigeria,” Information Development, 2024, doi: 
10.1177/02666669241284240. 

A. Fawaid, H. Baharun, M. Hamzah, I. Munawwaroh, and D. F. Putri, “AI-based career management to improve 
the quality of decision making in higher education,” in *2025 15th IEEE Integrated STEM Education 
Conference, ISEC 2025*, 2025. doi: 10.1109/ISEC64801.2025.11147274. 

A. Sulaksono, I. Ronaboyd, I. Lovisonnya, V. I. Cornelis, and D. F. Eprilianto, “Sustainable career development 
for education personnel at state universities with legal entity status: A perspective from the Sustainable 
Development Goals (SDGs,” in E3S Web of Conferences, 2025, p. 640. doi: 10.1051/e3sconf/202564001016. 

X. Li, R. Pu, and N. Phakdeephirot, “The Influence of Achievement Motivation on College Students’ 
Employability: A Chain Mediation Analysis of Self-Efficacy and Academic Performance,” Frontiers in 
Psychology, vol. 13, 2022, doi: 10.3389/fpsyg.2022.972910. 

A. Faulkner, “Financial Literacy Education in the United States: Library Programming Versus Popular Personal 
Finance Literature,” Reference & User Services Quarterly, vol. 56, no. 2, p. 116, 2017, doi: 
10.5860/rusq.56n2.116. 

A. Maritz, Á. Perényi, G. A. d Waal, and C. Buck, “Entrepreneurship as the Unsung Hero During the Current 
COVID-19 Economic Crisis: Australian Perspectives,” Sustainability, vol. 12, no. 11, p. 4612, 2020, doi: 
10.3390/su12114612. 

H. Han, F. M. Røkenes, and R. J. Krumsvik, “Student Teachers’ Perceptions of Flipped Classroom in EFL 
Teacher Education,” Education and Information Technologies, vol. 29, no. 2, pp. 1539–1558, 2023, doi: 
10.1007/s10639-023-11839-w. 

S. Iqbal, M. R. Razalli, and C. A. Taib, “Influence of Intrinsic and Extrinsic Motivation on Higher Education 
Performance: Mediating Effect of Quality Culture,” Frontiers in Education, vol. 8, 2023, doi: 
10.3389/feduc.2023.1099415. 

P. D. Nguyen, N. H. Khôi, A. N. H. Le, and H. X. Ho, “Benevolent Leadership and Organizational Citizenship 
Behaviors in a Higher Education Context: A Moderated Mediation Model,” Personnel Review, vol. 52, 
no. 4, pp. 1209–1232, 2022, doi: 10.1108/pr-04-2021-0234. 

K. Jiang, R. Takeuchi, and D. P. Lepak, “Where Do We Go from Here? New Perspectives on the Black Box in 
Strategic Human Resource Management Research,” Journal of Management Studies, vol. 50, no. 8, pp. 
1448–1480, 2013, doi: 10.1111/joms.12057. 

M. A. Andrianto and M. Palupi, “Effect of Work-Life Balance and Person-Organisation Fit on Organisational 
Citizenship Behaviour Through Organisational Commitment on Employees of PT. Baba Rafi 
Indonesia,” Tijab (The International Journal of Applied Business, vol. 7, no. 1, pp. 12–30, 2023, doi: 
10.20473/tijab. v7. i1.2023.39076. 

H. Hikmawati, “Application of Project Based Learning with Scientific Article Analysis Method to Improve 
Student Learning Outcomes in Education Profession Courses,” Journal of Science and Science Education, 
vol. 3, no. 2, pp. 115–121, 2022, doi: 10.29303/jossed. v3i2.2452. 

K. Romanto, “The Effect of Green Human Resource Management and Work Motivation on Lecturer 
Performance with Organizational Commitment as Mediating Variable,” Dinasti International Journal of 
Management Science, vol. 7, no. 1, pp. 11–24, 2025, doi: 10.38035/dijms. v7i1.5393. 

M. N. Alolayyan, M. S. Alyahya, and D. A. Omari, “Strategic human resource management practices and 
human capital development: The role of employee commitment,” Problems and Perspectives in 
Management, vol. 19, no. 2, pp. 157–169, 2021, doi: 10.21511/ppm.19(2).2021.13.N. Rojniruttikul, 
“Human Resource Management Strategies for Sustainable Development in Higher Education 
Institutions in Thailand,” Review of Integrative Business and Economics Research, vol. 14, no. 2, pp. 435–
449, 2025. 

Y. F. C. P. Meilani, I. Bernarto, and M. P. Berlianto, “Impact of Motivation, Discipline, Job Satisfaction on Female 
Lecturer Performance at PH University,” *Mec-J (Management and Economics Journal, vol. 4*(2, pp. 93–
104, 2020, doi: 10.18860/mec-j.v4i2.8803. 



6364 MEITHIANA INDRASARI et al 
 

SCIENTIFIC CULTURE, Vol. 12, No 2.1, (2026), pp. 6351-6364 

J. F. Hair, G. T. M. Hult, C. M. Ringle, M. Sarstedt, N. P. Danks, and S. Ray, “Evaluation of Formative 
Measurement Models,” 2021. doi: 10.1007/978-3-030-80519-7_5. 

R. Wahyuni and S. N. Utami, “The Effect of E-Learning Toward Students Learning Interest at Pandemic 
Covid’19 Era in Rural Area,” Sigeh Elt Journal of Literature and Linguistics, vol. 2, no. 2, pp. 125–135, 2022, 
doi: 10.36269/sigeh. v2i2.1100. 

Daniel Susilo, Ida Ayu Laksmita Sari, Guellica Agnesia Claudia Thanos, and Toong Hai Sam, “Mapping of 
Migration Motivation from Digital Nomads in Bali,” Jurnal Kajian Bali (Journal of Bali Studies), vol. 15, 
no. 1, pp. 1–36, Jan. 2026, doi: 10.24843/JKB. 2025.v15.i01.p01. 

T. Islam, I. Zahra, S. U. Rehman, and S. Jamil, “How Knowledge Sharing Encourages Innovative Work Behavior 
Through Occupational Self-Efficacy? The Moderating Role of Entrepreneurial Leadership,” Global 
Knowledge Memory and Communication, vol. 73, no. 1/2, pp. 67–83, 2022, doi: 10.1108/gkmc-02-20220041. 

L. M. Spencer and S. M. Spencer, “Competence at Work: Models for Superior Performance,” 1993. 
J. Nababan and H. Rajagukguk, “The Influence of the Teaching Campus Program as an Effort in Preparation to 

Become a Professional Lecturer in Students,” Scaffolding Jurnal Pendidikan Islam Dan Multikulturalisme, 
vol. 5, no. 3, pp. 650–667, 2023, doi: 10.37680/scaffolding. v5i3.3787. 

M. Komaro et al., “Analysis of Vocational Lecturer’s Pedagogical Competence Needs for TVET: A Case Study 
on Vocational Lecturers in West Java, Indonesia,” Journal of Technical Education and Training, vol. 14, no. 
2, 2022, doi: 10.30880/jtet.2022.14.02.003.

 


