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Abstract  
This study uses perceived organizational support (POS) as a mediating variable in a private in-
stitution to investigate how self-efficacy and knowledge sharing affect professor performance.  
240 lecturers from 16 private universities in Palembang City were surveyed as part of  this 
study’s quantitative technique, which was chosen by stratified random sampling.  Through 
LISREL, structural equation modeling, or SEM, was used to analyze the data.  The results 
show that while self-efficacy has no direct impact on lecturer performance, it has a favorable 
and significant impact on POS.  On the other hand, it has been demonstrated that information 
exchange considerably and favorably affects lecturer performance, but not perceived organi-
zational support (POS). Concurrently, it has been demonstrated that POS mediates the rela-
tionship between self-efficacy and lecturer performance and considerably enhances lecturer 
performance; however, it does not mediate the relationship between performance and knowl-
edge sharing.  These results validate the importance of  organizational support in maximizing 
individual contributions, especially in boosting knowledge-sharing behavior and self-efficacy.  
According to this study, private institutions should enhance organizational support systems 
that can boost self-esteem and promote a knowledge-sharing culture in order to maximize the 
effectiveness of  the Tri Dharma of  Higher Education.
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limited facilities, lack of  training, and inade-
quate incentives in private universities (Sari 
et al., 2024). Another essential element that 
needs to be studied is perceived organizatio-
nal support (POS), which relates to how indi-
viduals feel that the organization values their 
contributions and cares about their well-being 
(Eisenberger et al., 1986). 

POS strengthens the relationship bet-
ween individual factors and collective beha-
vior and performance. Organizational support 
in the form of  training, facilities, and rewards 
can increase lecturers’ self-confidence and 
encourage them to be more active in sharing 
knowledge. Several studies confirm that POS 
significantly affects performance (Mei et al., 
2024), but some results show inconsistencies, 
particularly regarding knowledge sharing (Wei 
& Shannan, 2022). This study is based on the 
Resource-Based View (RBV) framework, initi-
ally introduced by Wernerfelt (1984) and later 
refined by Barney (1991). The RBV suggests 
that a firm’s competitive advantage depends 
on its internal resources, which must be valu-
able, rare, difficult to imitate, and intangible. In 
this study, self-efficacy and knowledge sharing 
are categorized as human capital resources, 
while POS is categorized as organizational 
capital resources. Integrating these elements is 
believed to enhance lecturer effectiveness and, 
in turn, strengthen the competitive advantage 
of  higher education institutions. Based on the-
oretical explanations and previous findings, 
this study develops a framework that positions 
self-efficacy and knowledge sharing as key fac-
tors influencing lecturer performance, directly 
and through the mediation of  POS. The an-
ticipated impact of  self-efficacy on POS and 
lecturer performance is noteworthy, with the 
expectation that knowledge sharing will imp-
rove performance and strengthen POS. The-
refore, POS is believed to play a crucial role 
in shaping lecturer performance and mediate 
the relationship between self-efficacy and kno-
wledge sharing with performance. This study 
offers a conceptual framework that shows the 
relationships between the variables involved.

INTRODUCTION

Higher education plays a crucial role 
in improving the quality of  human resources 
to achieve excellence, competitiveness, and 
adaptability in the face of  global transforma-
tion. The Tridharma of  Higher Education 
considers lecturers the primary actors in deter-
mining institutional quality. According to data 
from the Higher Education Database (PDDik-
ti, 2023), the majority of  lecturers in Indone-
sia still hold academic positions as Assistant 
Experts (±38%) and Lecturers (±34%), while 
only around 20% reach the rank of  Associate 
Lecturer, and less than 10% reach the rank of  
Professor. This condition indicates relatively 
low research productivity and lecturer publi-
cations, thus hampering the acceleration of  
academic promotion. Other challenges priva-
te universities face include high administrative 
burdens, limited facilities, minimal research 
funding, and weak institutional incentives and 
rewards (Kusumaningrum et al., 2024; Sari et 
al., 2024). In addition to structural factors, in-
dividual psychological and behavioral factors 
influence lecturer performance. Self-efficacy 
indicates a person’s belief  in their ability to 
develop strategies and carry out tasks (Ban-
dura, 1997). Lecturers with high self-efficacy 
demonstrate greater confidence in dealing 
with academic challenges, skills in designing 
effective teaching tactics, and increased persis-
tence in conducting research. A study by Mei 
et al. (2024) revealed a positive correlation 
between self-efficacy, academic achievement, 
and lecturer professionalism. However, seve-
ral studies also indicate that self-efficacy does 
not always directly influence performance 
but requires organizational support to achie-
ve optimal contribution (Barney, 1991). In 
higher education, knowledge sharing allows 
lecturers to exchange ideas, research experi-
ences, and innovations in teaching methods. 
Previous research has shown that knowledge 
sharing improves individual and organiza-
tional performance (Wei & Shannan, 2022). 
However, this practice is often hampered by 



Novan Hermawan, Trisninawati, & Muji Gunarto/ EEAJ 14 (3) (2025) 263-271

265

Utilizing this framework, the hypothe-
ses put forth in this study This study presents 
the following hypotheses within the establis-
hed framework:
H1: The influence of  self-efficacy on lecturer 
performance is significantly positive;
H2: The influence of  Knowledge sharing on 
lecturer performance is significantly positive;
H3: The influence of  Self-efficacy on POS is 
significantly positive;
H4: The influence of  Knowledge sharing on 
POS is significantly positive;
H5: The influence of  POS on lecturer perfor-
mance is significantly positive;
H6: The relationship between self-efficacy and 
performance is mediated by POS;
H7: The relationship between knowledge 
sharing and lecturer performance is mediated 
by POS.

the study framework. The analysis of  data was 
performed utilizing Structural Equation Mo-
deling (SEM) through LISREL software, re-
cognized for its suitability in examining both 
direct and indirect relationships among latent 
variables concurrently (Hair et al., 2010).

Population and Sample
The subjects of  this investigation 

comprised all lecturers employed at 16 private 
universities located in Palembang City.  The 
sample size was established following the 
guidance of  (Hair et al., 2010), which indica-
tes that in SEM, the sample size should be a 
minimum of  5–10 times the number of  indi-
cators.  Given that this research instrument 
comprises 48 indicators, the minimum sample 
size required is 240 respondents.  Considering 
these considerations, a sample of  240 perma-
nent lecturers was chosen for this study.  The 
method employed for sampling was stratified 
random sampling, aimed at guaranteeing that 
respondents from each university were ade-
quately represented.

Research Instrument
The research instrument was a question-

naire with a 5-point Likert scale (1 = strongly 
disagree to 5 = strongly agree). The variables 
measured included: (1) self-efficacy with 12 
questions, adapted from Bandura’s (1997) the-
ory; (2) knowledge sharing with 12 questions 
based on Nonaka and Takeuchi’s (1995) SECI 
model; (3) perceived organizational support 
with 12 questions referring to the constructs 
of  Eisenberger et al. (1986); and (4) lecturer 
performance with 12 questions reflecting the 
Tri Dharma of  Higher Education according to 
the lecturer performance guidelines (Kemen-
ristekdikti, 2017). The research instrument 
was tested for validity and reliability, with 
factor loading values above 0.5 and Construct 
Reliability (CR) above 0.7, thus being declared 
suitable for use.

Data Collection Procedures
Data collection was conducted from Ja-

nuary to March 2024 through the distribution 

Figure 1. Framework of  thinking

This study seeks to evaluate the propo-
sed conceptual model within the framework 
of  lecturers at private universities located in 
Palembang City. This is expected to provide 
theoretical contributions to the development 
of  RBV-based human resource management 
literature while also providing practical re-
commendations for improving the quality of  
the Tri Dharma of  Higher Education.

METHODS

Research Design
This investigation utilized a quantitative 

methodology through the implementation of  
a survey technique. This method was selected 
due to its suitability for examining the causal 
connections among the variables outlined in 
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of  questionnaires both online and offline. A 
total of  240 questionnaires were distributed, 
according to the specified sample size, and all 
were returned complete for analysis. Respon-
dents were provided with an explanation of  
the research objectives and guaranteed confi-
dentiality of  their responses. This process was 
conducted while adhering to social research 
ethics (Sugiyono, 2013).

Data Analysis Method
Data analysis was conducted using co-

variance-based SEM using LISREL 8.80 soft-
ware. The analysis stages included: (1) testing 
initial assumptions (normality, outliers, multi-
collinearity), (2) testing model goodness of  fit 
using Chi-Square/df, RMSEA, GFI, AGFI, 
CFI, and TLI, (3) testing construct validity 
and reliability using factor loadings, Avera-
ge Variance Extracted (AVE), and Construct 
Reliability (CR), and (4) testing hypotheses 
using path coefficient estimation and t-values. 
To test the mediation effect, an indirect effects 
analysis was used following the SEM approa-
ch (Hair et al., 2010).

 
RESULTS AND DISCUSSION

Respondent Overview
This study distributed 240 question-

naires, but 222 lecturers from various priva-
te universities in Palembang City returned 
or completed them. Of  the 222 respondents, 
134 were female (60.36%) and 88 were male 
(39.64%). The 222 respondents were grouped 
by academic position level: 4 were professors 
(1.8%), 13 were associate professors (5.86%), 
118 were lecturers (53.15%), 53 were assistant 
professors (23.87%), and 34 were unemployed 
(15.32%). Therefore, in order of  the highest 

number of  respondents by position level, the 
following categories were: lecturer, assistant 
professor, unemployed, associate professor, 
and professor.

Instrument Validity and Reliability Test
The validity assessment employed a 

Pearson correlation method to analyze the re-
lationship between the score of  each item and 
the overall score of  the construct.  The criteria 
for validity were determined by an r-value ex-
ceeding the r-table value of  0.355 and a p-value 
less than 0.05.  The test results indicated that 
all items had calculated r-values ranging from 
0.403 to 0.806, demonstrating that all items 
surpassed the r-table values and had p-values 
less than 0.05.  Reliability testing is conducted 
to assess the internal consistency of  the items 
that make up a construct.   A Cronbach’s 
Alpha value exceeding 0.70 signifies that the 
instrument exhibit’s reliability.   The test re-
sults indicated a Cronbach’s Alpha value of  
0.968, showcasing that all items display an ex-
ceptionally high degree of  consistency.

Multivariate Normality Test
The findings from the normality test 

suggest that the research data do not exhibit 
a complete normal distribution (Table 1). Ho-
wever, this condition does not pose a signifi-
cant obstacle to data processing, as the study 
sample size is relatively large (222 respon-
dents). Based on the Central Limit Theorem 
(Gujarati, 2012), the distribution of  sample 
means tends to approach a normal distributi-
on even though the population data is not 
normal. Next, the analysis using LISREL was 
carried out according to the recommended 
stages, including modeling to obtain fit index 
values such as RMSEA. With a sample size of  

Table 1. Results of  the Multivariate Normality Analysis Test

Components Value Z-Score P-Value

Skewness Multivariat 1035.257 74.325 0.000

Kurtosis Multivariat 3133.408 23.914 0.000

Skewness & Kurtosis (Chi-Square) 6096.077 – 0.000
Source: Processed Primary Data, 2024
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more than 200, estimates using the Maximum 
Likelihood method in LISREL remain valid 
and can produce reliable interpretations (Hair 
et al., 2010).

Convergent Validity Test
In LISREL, convergent validity is de-

monstrated by a factor loading value of  0.50 
or higher, a t-value of  1.96 or greater, and a R² 
value of  0.30 or above.  The findings from the 
measurement model analysis concerning the 
constructs of  Self-Efficacy (SE), Knowledge 
Sharing (KS), Perceived Organizational Sup-
port (POS), and Lecturer Performance (KD) 
are outlined in the Table 2.

In light of  the findings from the me-
asurement model analysis with LISREL, 
all construct indicators meet the convergent 
validity criteria as suggested by (Hair et al., 
2010), with a loading factor ≥ 0.58, a t-value 
≥ 9.30, and R² ≥ 0.339. In the Self-Efficacy 
(SE) construct, the indicators show consistent 
strength (loading 0.73–0.83). The Knowledge 
Sharing (KS) construct is also valid although 
two indicators have lower loadings (0.61 
and 0.58). Perceived Organizational Support 
(POS) shows very strong validity (loading 
0.80–0.90), while Lecturer Performance (KD) 
is in the good category (loading 0.70–0.83). 
Overall, all indicators are proven to be valid 
and suitable for use in measuring the research 
constructs.

Construct Reliability Test
Based on the Table 3, all constructs 

have CR values above 0.90 and AVE values 
above 0.50. This indicates that all constructs 
in this study are not only reliable but also 
possess good convergent validity. The POS 
construct, in particular has the highest AVE 
value (0.735), indicating that nearly 74% of  
the indicator variance can be explained by this 
construct.

Thus, all constructs have met the requi-
rements for reliability and convergent validity 
and can be used to test the relationships bet-
ween variables in the next stage.

R2 Value of Endogenous Constructs
Based on the LISREL output, the R² va-

lues presented in Table 4.

Table 2. Convergent Validity Test Results

Construct Indicator
Loading 
Factor

Description

SE 12 0.62 – 0.84 Valid

KS 12 0.60 – 0.81 Valid

POS 12 0.58 – 0.85 Valid

KD 12 0.63 – 0.87 Valid

Source: Processed Primary Data, 2024

Table 3. Construct Reliability Test Results

Construct
Number of  
Indicators

CR AVE

SE 12 0.948465 0.605657

KS 12 0.932183 0.535845

POS 12 0.970732 0.734524

KD 12 0.941853 0.575324

Source: Processed Primary Data, 2024

Table 4. Results of  the R2 Analysis of  Endogenous Constructs

Endogenous Construct R² Interpretation

Perceived Organizational 

Support (POS)

0.396 As much as 39.6% of  the POS variance is explained by Self-

Efficacy (SE) and Knowledge Sharing (KS).

Lecturer Performance (KD) 0.708 As much as 70.8% of  the variance in KD is explained by 

POS, SE, and KS.
Source: Processed Primary Data, 2024
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The R² for POS was 0.396, suggesting 
that 39.6% of  the variation in the Percei-
ved Organizational Support construct is ac-
counted for by Self-Efficacy (SE) and Know-
ledge Sharing (KS). The remaining 60.4% was 
influenced by variables outside the model.

The R² for KD (Lecturer Performance) 
was 0.734, suggesting that 73.4% of  the va-
riation in the Lecturer Performance construct 
is accounted for by POS, SE, and KS.  The 
remaining 26.6% was affected by variables 
beyond the scope of  the study model.

Testing the Influence between Variables
The analysis of  the relationships among 

variables in this study was conducted using 
LISREL-based Structural Equation Modeling 
(SEM). This assessment seeks to evaluate the 
robustness and importance of  the connections 

between variables, encompassing both direct 
and indirect relationships.  The findings of  the 
analysis are illustrated in Figure 2.

Direct Effect
Based on the model estimation results 

in the Figure 2, the estimated path coefficients 
and t-values are presented in Table 5. 

The findings presented suggest that Self-
Efficacy (SE) plays a notable role in impacting 
POS, whereas its direct effect on Lecturer Per-
formance (KD) appears to be negligible.  The 
impact of  Knowledge Sharing (KS) on Know-
ledge Development (KD) is substantial, while 
its effect on Perceived Organizational Support 
(POS) is minimal.  The role of  POS in enhan-
cing KD is substantial, suggesting that organi-
zational support serves as a crucial mediator.

Figure 2. SEM Research Model

Table 5. Results of  the Direct Effect Analysis

Hypothesis Relationship Coefficient t-value Description

H1 Self  efficacy → Lecturer Performance 0.161 1.48 insignificant

H2 Knowledge Sharing → Lecturer Performance 0.454 4.00 significant 

H3 Self  efficacy → Perceived Organizational 
Support

0.387 2.76 significant

H4 Knowledge Sharing → Perceived Organiza-
tional Support

0.262 1.87 insignificant

H5 Perceived Organizational Support → Lecturer 
Performance

0.344 5.58 significant

Source: Processed Primary Data, 2024
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Indirect Effects
The indirect effects in this model were 

examined to assess the mediating role of  the 
Perceived Organizational Support (POS) va-
riable in the relationship between the exoge-
nous variables (Self-Efficacy and Knowledge 
Sharing) and the endogenous variable (Lectu-
rer Performance).

Based on the indirect effects analysis on 
the LISREL output, the following results were 
obtained:

Self-Efficacy (SE) has an indirect effect 
on Lecturer Performance (KD) through POS 
of  0.133 with a t-value of  2.447 (>1.96), in-
dicating a significant effect. This means that 
although SE does not directly influence KD, 
through perceived organizational support 
(POS), SE can significantly improve KD. This 
confirms the important role of  POS as a me-
diator in strengthening the effect of  lecturers’ 
self-confidence on their performance.

Knowledge Sharing (KS) also has an 
indirect effect on KD through POS of  0.090 
with a t-value of  1.829, which is slightly be-
low the general significance limit (1.96). This 
indicates that the indirect effect of  KS on KD 
is marginal or not yet fully established. Thus, 
although KS has a direct, significant impact 
on KD, its effect through POS is not as strong 
as SE. The findings indicate a partial mediati-
on model, highlighting the significant role of  
POS as a mediator that enhances the connec-
tion between self-efficacy and performance, 
although it does not strongly link knowledge 
sharing behavior with lecturer performance.

Discussion
The findings of  this study indicate that 

self-efficacy exerts a notable positive influen-

ce on POS.  This suggests that educators who 
possess elevated self-confidence often per-
ceive a sense of  institutional support. The-
se findings align with those of  Jeong & Kim 
(2022), who stated that self-efficacy improves 
an individual’s perception of  organizational 
support. In the framework of  RBV, self-effi-
cacy includes human capital, which can be 
a strategic resource when supported by or-
ganizational capital. These results align with 
research (Taufikin et al., 2021), which reveals 
that self-efficacy directly influences perceived 
organizational support in the university envi-
ronment.

However, self-efficacy does not have 
a direct effect on lecturer performance. This 
is supported by findings from (Mujanah & 
Wahyurini, 2019), which indicate that self-
efficacy influences team member performan-
ce through interpersonal communication as 
an intervening variable. Other research con-
ducted by Jaya Sutisna and Agustina (2022) 
and Aurely Nurhayati and Suryalena (2023) 
reveals that self-efficacy does not directly af-
fect team member performance. 

This explains that high self-confidence 
will improve performance when accompanied 
by good interaction and communication skills 
in the work environment, in contrast to the 
findings of  Lestariningsih (2017), who found 
a significant positive influence. These results 
indicate that self-efficacy needs to be mediated 
by POS to produce optimal performance, sup-
ported by facilities, policies, and institutional 
appreciation.

Knowledge sharing notably enhances 
lecturer performance, as supported by Hermi-
ningsih et al. (2024), who state that knowledge 
exchange improves the quality of  teaching and 

Table 6. Results of  the Indirect Effect Analysis

Hypothesis Relationship Coefficient t-value Description

H6 Self  efficacy → POS → Lecturer 
Performance

0.133 2.447 significant

H7 Knowledge Sharing → POS → Lecturer 
Performance

0.090 1.829 insignificant

Source: Processed Primary Data, 2024
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research. From the perspective of  RBV, kno-
wledge sharing is social capital that enriches 
organizational capabilities. However, kno-
wledge sharing does not significantly affect 
POS, which may be due to the lack of  formal 
recognition of  knowledge sharing activities in 
private universities.

The findings indicate that POS notably 
impacts lecturer performance, confirming that 
organizational support enhances motivation 
and performance. In RBV, POS is organiza-
tional capital that optimizes human and social 
capital use.

The function of  POS mediation in the 
connection between self-efficacy and perfor-
mance underscores the importance of  organi-
zational support in converting self-confidence 
into enhanced performance.  Conversely, the 
lack of  a mediating role in the connection bet-
ween knowledge sharing and performance in-
dicates that knowledge sharing exerts a more 
direct influence on performance.

Overall, these results confirm that imp-
roving lecturer performance in private univer-
sities requires a combination of  strong organi-
zational support, increased self-efficacy, and a 
culture of  knowledge sharing that is integrated 
in the institution’s reward policy, in accordan-
ce with the RBV principle that emphasizes the 
management of  unique internal resources for 
sustainable competitive advantage.

CONCLUSION

The results of  this study indicate that 
self-efficacy, knowledge sharing, and percei-
ved organizational support (POS) all have 
different effects on improving professor per-
formance at a private university in Palembang 
City. Self-efficacy has been shown to influence 
POS positively; however, it does not directly 
impact lecturer performance. This suggests 
that a lecturer’s self-confidence can improve 
performance only when supported by organi-
zational support, including facilities, rewards, 
and institutional focus. This finding confirms 
that the organization’s role in providing emo-
tional support, resources, and rewards is cru-

cial in strengthening individual contributions 
to performance. 

At the same time, knowledge-sharing 
behavior is more independent and has a direct 
impact. Theoretically, this study strengthens 
the Resource-Based View (RBV) by showing 
that human resources in the form of  self-effi-
cacy and knowledge sharing practices can be a 
strategic combination to achieve competitive 
advantage when supported by organizational 
resources in the form of  institutional support. 
This study significantly improves the under-
standing of  psychological and organizational 
factors that influence lecturer performance in 
human resource management in higher edu-
cation. This study also serves as an empirical 
foundation for strategies to improve the quali-
ty of  the Tridharma in private universities.

The development of  the Resource-Based 
View (RBV) theory and Human Resource 
(HRM) management in higher education in-
volves the application of  RBV as a strategic 
framework for identifying and managing inter-
nal resources (including human resources) for 
sustainable competitive advantage. For higher 
education, this means strategically developing 
faculty and staff  as key resources, focusing on 
training, competency development, and crea-
ting a supportive work environment, so that 
they can achieve excellence through quality 
education, research, and a unique reputation.
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