Factors Affecting Performance Lecturer

ORIGINALITY REPORT

S Sy, Os

SIMILARITY INDEX INTERNET SOURCES PUBLICATIONS

%

STUDENT PAPERS

MATCH ALL SOURCES (ONLY SELECTED SOURCE PRINTED)

8%
* repositori.ukdc.ac.id

Internet Source

Exclude quotes Off Exclude matches

Exclude bibliography On

<1%



Factors Affecting Performance
Lecturer

by Yustinus Budi Hermanto

Submission date: 02-Mar-2022 01:58PM (UTC+0700)

Submission ID: 1774512452

File name: Factors_Affecting_Performance_Lecturer.pdf (299.71K)
Word count: 4759

Character count: 26930



SR Pvderatiomed Jowennd of Seogomrics Wenigpemea? Sfafies | SSRG -LEWS § - Voluoe o foeure | - Joopery J000

Factors Affecting Performance Lecturer

¥, Budi Hermanto ', Morin Widyastut * & Lusy
12 frrma Cendike Cathalic Uiniversite, Suratxane

e
Absiract

Tive pairpase af thifs stafy was for evgmdine the
effecr of work motienon, reladiond capiral, ard
strwcivrel capital o e performence af lecrurers i
the Assecioon of Cafolie Colfeper (APTIET (0
Inidomesta. This research i guoaditeiive gon couasal,
This study wees @ questivaraine  distribeded . e
fecturers whe wark v oee APTYE ermviromment (o
Indomesta. From the divided gquesioracire, urirg
primary adata, with a senple af 62 respoideirs. The
ek {9 wonelyzed wslng maliple regressian, The den
revaliy oo el work modivation, sefatione] copilel,
amd  arsctral coplial can peedier lecrurer
perfermance, amoadiing o J32%. While  the
remaining T8 v influenced by other verabiles,
which were aod tedred falls anedye Frow e
variehiles free af work mofivation, releifomal copibal,
el strwedrn] copinel, only wark woriaelan lasog
significant effeci or ihe perfrmance of leciurers.
Some rugpesiions from APTIE feld o G o earin
s mrevmbers n frermariona] Jouraels, s well o
dappemr  ar  portictpoary,  amd  particpale [
conmpenitions gl speskers tn varieas wariooel ard
T T T

Keywaords:  Work Mosvarion, Helifloral i,
Strwehiral Capital, Performance.

L INTRODNUCTION

Company performmnce 5 sfromgly influgnced by
ihe company's ahility 10 manoge and conral s awn
mesparces (Fatihuding et al. 2008y, Good performance
i Mhe performance tha follows  dhe procedises
acconfing o the edtablished suncanis (hMechklas &
Setlgwan, 2008, Humnm resourcss are one of the
facioas that determine the success or failurs of an
organization in adhieving it goals. This i what
makes i wesources an assel whoss compelence
masd be increasel.

According i Sudermanto  (2000F ewvéry
organization is nequared 1o be able 0 compete, so that
despite facing global competition the organization
can still siirvive, Companies and employes cannot be
separated, emplovees have a Yery imguortand mle in
carrying out the lifie of the company aisd employeas
are aclive oclors in every organicational achvily
(Mochilas, @ oal, 2018, The importance of himan
resoairoes needs 1o be basad on all levels of humsn
resource management by the comgpany on the guality
of each of it employees (Erlina, ef al, XH7)

A owe know, human resources. capilal and
technidogy are very impomond fwsors 0 ereating
prohicy qualiny, To ochieve optimal resalis, i s
necessary o omove  ghese  mesources  effectively.
Busimgases that e - sopponed by all panies in an
organization ame very necessary o achieve these
poals, bolh from the manzgement and from  the
employess. In this case, i 5 negestary for the
mamagement tn make new breakithnwghs, inoonder o
mave the humsan resosnces fhey have. The msos
imporiant resoarees @ lwoman researces, Althoagh
the organistion has sophisticated lechnology, 10 will
nod b effective, without the support of reliable
hman researces. There fome buman resoorces need o
gel carelul management.

This reseasch is & development of ressanch
fron Lawasati oned Gilang (0045 entitled "The Effecs
afl  Wark Mativation on  the performunce  af
emgloyees ol the Telkom Jabar Basat Baral regnon
(Witel Bekasiy, What dissinguishes this rescarch les
in its independenl variuble which adils inlellectizl
capital ond wiosk stress, us well a5 on the ohpect of his
research in the Damma Cendika Catholic University
envinmmend. There are many factors thal influence
employes performance, but whot is taken as the firs
cause by researchers i work motivation. Ressarch on
widk midivation is meodly done with inconsistent
resulis. Reseasch from Lifwat and Subaji (2012
shows  #he resulls that weerk metivabiom haz oo
significant effect on perfonmance. This reseanch is in
lime with the research of Asim (2013, Salleh et al.,
C20011), Safwan, et al, (200141, Maxlono  and
Supriyatin  (2004), Brahmasar  omd  Suproyesno
{2008y, Sart, et al { I002), Poio (2006), Hukim
{2004y, Tania and Sutanie (2003, Simit. ex al.,
(2T, Sighoon md  Sianon (2017, Muny ond
Hucliwimarsib (20127, ancd research Iromm Saznto et al.
al. (2816y This research s pot o line  with
Bafimuwati's (2016 ressasch which shows the nesulis
that  mativation does pot affect  performanee
dempiricnl  swdy  In the Raranganyar  Regency
DPPEAD Oifice. Rahmawati's research is supporied
by Bourmigwan (20020, and Dehermmsan, et ol, ¢2002),
Ramtesalu, et ol (2006 also  chows thot  work
metivation does nod have o significand and negative
effect Rummwene in his research also shows a less
sigmificant relabtionsdip betwesn work modivalion and
employee pefommance.,

Researchers  are  inderesied  in achfing
imetlectnl capitnl variaghles as the second vonahble,
hecause based on reseach from Longo and Maim
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(2000 shows that intelleciusl capitl  positively
influences employes work  behaviors,  Tnbelleciual
capital  suclied  ncludes  relational  capital,  and
strpcbarnl capatal. The baenam capital 15 pob neladed
in this shnky, because when processed by SPS55, the
comstroct resels show thay hoeman capital s o
refiable, According fo the knowledge of researchers.
thene are still oot many stidies that link imbellectual
capital o emploves performance

i, LITERATURE REVIEW

According to Hasibuan ([9949) that mstivabion s
the giving of driving lorce that creates the enthusizsm
of ong's work so that they will coopernte, work
effectively aml be integrated with all their effons o
achieve satisfaction, Someame whio is wob motivaed,
anly gives muinimum cffom in werms of work, The
concepl of mativation, is an mportan concept nelated
o imdividual performance. Motivation means giving
il the arising of modives or things thal give rise o
encoungeEment of ciroumstimces that give miwe o
enerurnpement, Motvation as & skl in directing
employees o wark successhully, so % o achieve the
desires of employecs while schieving onganizatiosal
prals, Motivalion that is in & person is a driver wha
will realize o behavior in onder o achieve the geal aff
aatisfaction.

People wom o work o mest the needs of
boah comscions meeds (conscious pesds) oo the
necibvidesires that are nod realized  {unconscious
mecds), w0 people wan o work o per physical needs,
non-physice] and menial. One of them 3 received
incentives. For some emplovees the kape of eaning
maney s the only reason o werk, bt others arpoe
that money i only one of many Rlilled needs
shrough work, Someone who works will Feel mare
vilued by the sumouniding commakity, than these
wha don®t wark, They will feel more valwed when
they  meceive  warions  focilities ond - ather sians
symwhinls Froom the comgany whene they work.

Beasons  ahat  encoarpge  peopls  do do
something becouse they have needs thal must be
fulfilled, There are three kinds of hamun eeds,
mamely: (11 the npeed lor achievemenl {need for
achieverneid], the mitive Ffor the necd L
achievement will encouroge womeons o develop
creadividy i move all of thedr ahilities ami energy in
arder o achieve maximam work perforsance, (2 the
meed For affilistion (nesd for affilinton). Everyome
st wind o be accepied by ather peaple in the living
anid warkplace. the need for feelings of respect, the
need o Ffeel progress; and the need For leelings of
participation. (1) the need for power, 5 the driving
force in o gffor 1o achieve & power (Hasibuen
03y,

Beremdoom  and  Staieer o Rahooyanti
(N4 define “maotivation = & mentnl condition tha

encoirnges aeiivity amd gives encrgy which lesds o
the achicvement of pesds giving  saisfoction o
redlucing imbalances”,
Husibanm (2003 defines “modivation is the giving of
the driving force thal creates the enthusizsm of one's
wirk. st that they are willing o work  iegether
prosluctively to suecessfully ochieve and realine their
intenced poals ™
Mcconding o Mangkupegaorm  snd  Praba
{205 thot medivation theories con b categoriaed
indi theee proups, aemely:
ap The theory of motiveton with the coniem
approach emphosices more on what  factors
make  employees perlomm cerain achons.
Exgmgles of Abraham Mislow's wsativationsl
theary. A persan behaves'warks, becanse aff the
urge o Pl varions peeds, Meeds ane defined
2% i gan or conflict thal is ex perienced betwieen
a ruility with an impulse that i in gl T the
ermployes’s meeds ane nodmed, the employes will
shovw disappomied behavior, Comversely, i the
meeds are met, the emploves will show appy
behavior os & manifestation of kis satisfaction,
Frve human needs aceording o Maslow, among
athers: physiologicnl needs, secuity or safery
needs, affilintion or scceptance (soviz] needs),
exleem or slatus needs (e necd for prestige
gwirds), and bemalizavien (self sctualization),
Maslow  (in  Haxibuan, JHE)  suegests o
maativadional  fheory  Galled  Maslow's  Mesd
Higrarchy  Theory'A Theory  of  Homan
Motivation or Maslow's Hierarchy ol Meeds
Theary, The essence of Maslow's theory is it
himman peeds 202 amenged inoo hieranchy. The
higranchy of needs follows the pliral theory tha
sumenne  behavestworks, beciuse thene is an
wrge fo (ulfill vanous necds. Maslow arguoes,
Maslow's Model (m Hasibusn, 203 s ofien
refemred 1o as o menfe] concerning haman needs,
s this theory 1% used o show someone’s needs
ahean pwst b fulfilled soothat individials work,
soanesine’s desired needs are tiered. That s, if
ihe first need has been fulfilled, the second level
needs will appear 10 be the main. Parthermone,
1ff the seciond evel needs are med, the thind level
meeids arise, ol soon wntil the fifih e vel needs.

b1 Marivation theory with reinforcement approach,
cmphasizes mone on facters thas can improse an
action camed out or thad can reduce an action.
Exsmples of Skimner’s theory of  motivation
{operant comfitioming i, Skinner in Karina (2017)
suppests that e mobvation theory appriach
influences and changes work behovior, namely
the formatiom of beduvior or often relerned o 2=
rerms such s behivior modification, pesifive
reindorcemend, ol skinpesian  cenditioning,
This approach is based primarily on the b of
influence {law of effet), which soes thet
belavior  Followed by comsegquences of
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safisfiction tenmds G be repested, while behavior
Todlowed by consequences of consequences of
pumishment lends mot b be repeated. Thos
imfividual  bBehavior in the fubure can be
estimabed ar stufied from pasd expenience.

ch o Motivational fheary with o process approsch.
noal  only  emphasives what faclors make
cmplovess uct, bar also how the employes is
mativited. Examples of achievement mofivation
theories from Clelland, Achievemenl motivation
cal b imierpreted @5 o force that encourzses o
person ko owork or carry oul o@n achivily  ar
responsibility maximally in onder 0 achieve o
Figh performnnce,

Work: mwotivation is o mental auiiude ar
condifion ol a person where the person Feels moved
tix der & jisb churged o him, so that it can influence the
abilizy md ability of employvees o do work. 'Widh the
exislence of high work motivation in employees, they
are expecbad fo love their work mone, be able o work
well amd howe high boyalty. There is a falfillment of
needs arising from an employes 0 work, which is
used g strengh or energy (energy) which resulis in
emcourigement for emgployees o Ccamy oud aclivities,
i rcher Lo meet or sdlisfy those needs,

Muodivation s busically o process o Iry (o
infleence soamsons b do senething we want, In other
wonds i @n epcouragement from the outside of
somenm: o wanl 1o imgplemenl  something.
Motivation guestions how o encoaroge the work of
subordinales ., w0 they want 10 work hard by givieng all
their abilities and skills 1o realize the company's
poals, Motivation comes  from he  wesd  meatif
fmative),  which  means  encouragement.  Thus
mativation  meiks 0 condition et encourages or
becomes because svaneane dioes something ¢ activity,
which takes plice omsciously  (Karima, 2017)C
Motivation guestions how o enceurage the work of
suborclinales, so they wanl 1o work hard by giving all
ihic abilities and ekills o reolize the company's
piskls,

Accanfing o Mathis & Jackson (1K) (in
Karinn, 2017y mavvation s desire in someone
cansing the person bo take anaction. Mitivation is the
process ol iner-business  linkoges and satistying
cempin needs, Do other woerds, mastivation s 0
willingness Lo exerl a high level of effort o achieve
arganizational poals, Thene is & desing and punpose. A
person’s indtemal stae thal canses cerain business
resulls B be adtrachve. B means that o need (hat hes
nod been satisfied creates pension. which in fum
oreates o cerin impulse moa person. In o3 shomer
seise the modivation comes from within o persen
W ake wp. in Korina, 2007)

According t Bobbine (20030 misivition as
a2 process that explains the intensity, direction and

persevernce of an ndividual 1o schieve goals. Bosed

o thig cpinion it con b concluded that;

1" Work mdtivation s an usgend pant oof an
organization  thot functions as @ toal  for
achieving gouls ar phjectives o be achieved,

21 Work motivolion conlains wo main geals in an
individuwal, namely 1o folfill personasl iesds and
desires and organizational goals, and

31 Motivation of work given o someone is only
effeciive when in & person hes the beliel o
confidence 0 progress and  seceed in the
CrgEaniaion

Acoonfing o Lshans {In - Karina, 2017)
AN is A process dsoa first step for somesns o
tuke actiom due o physical ond  psyduslogical
deficiencics or in oiber words i an encouragemen
that i shonen o meet cedain needs. [ this condiliom
cloes not soour, 1 will reduce the work mativatoon of
cmployess and will have an impoct on declining
employes perfonmance,

Imcllecmal  capial (0 B defined 3
knowledpe  used - by compumies . for competitive
scvaniage and inchodes human capinl (knowledge,
skills, and  imdividual  abilitiesy, stmoctaml coplal
(rondines, provesses, and dstaboeses), and relational
capiial dimseraction between Individuals individuals
and  their  relatoms network). By laking  an
organiational  perspective, experts argue  that 1C
encimrages  company  perlormance,  nfluences  the
company’s inmovabive capabilities, and positively
influences the companys  ability and  Enowledge
irunsfer. In achhition, vanous studies have adenbifed
the comfiguration of baman resources amd specific
organizational  sinectunes s amecedents  of 1T,
Cirganizational melrics Tor assssing Bs have been
proposed, dlong  with  relstionships  between  the
cimensions  of human, strociural, and  relational
capitul of 10 (Longo amd Mo (200 1),

Intetlectual Capital is 2 resource that ix
embedded in the actions and obilites of people
aperating in ghe company. Therefore, it is sald thar
reseirchers showld exphore inlzlleciuz] capital fram an
inslividual level perspective - not at the organizstions)
Jeved I g more precise knowledge  about
phenomenn related o intelbectual capial. o mbdition,
knowledpe-based sheorists strongly emphnsize the
need o pay allention o the process of knowledpe-
haeed valne creation, amd thot this is usually rocded in
inclivicluz] actions and interactioms,

Emplayes performance G5 the  oulcome
prsluced by an employes in a centain peried of me
at the ploce where the company works, Acoording o
Manpkuncpara  and  Probn  (2003),  swted  thas
employee perfirmance i the work result in guality
and guangity achieved by onemploves inocnmying ow
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fis duties In accordance with the responsihilithes
givem o him

Mohsum  dln Pigyw,  2006F  defines
performance  |performunce as & descriplon ol (he
Tevel of achieverment ol an activily or priogram or
poliey in nealieing the godls, ohpactives, mission o
vision  of  the organization  comained o oam
arganization’s strmbegic planning plan. The e
performance  is often ussl fo refer fo the
achicvements or success riles ol individuals or
groaps of individieals, Performimee can be kiown
anly il inclividuals or groups of imcdividuals bave
eslaflished success cnilemin. This swooess cnferon is
in the form of specific goals or aepets o be achieved,
Withaut o gral ar langel, the perfomunce of o persen
or organization camnot be known becmse thers ane mo
benchmarks.

Mowe explicitly Lawler amd Poter sesed fhad
performanee iv 2 “seccesslul mle  schievement®
abtaimed by somecne from his acions (A od, 200H)
Fram the above  limitation  concludes  dha
performance is the mesalt achieved by & persom
acconding 1o the size gt applics 1 the work n

cuesliva .

Performance appraisal can be done by
mesuring ensployes coniribations o the organization
io poheiewe the ponls to be achieved,

Dharma (In Piayve, 2006} sugpess that
almest all metheds of perfarmance  measuremend
coftsider the following:

b Quanbily is the smound thal is completed or
achieved;

Ep Chualify is gunlity thon ust b completed or
achieved;

ch Timeliness that is sccording o whetles of nod the
plannes time.

Foom the ashove opinion. it can be conclnbed © Fnd

out the performance of emplayees g that there can be

measured  three, mamely: guandity, guality, and

timelingss. Do addition, it #lso requires the abiliny o

dis wark in secordance with the instructions given o

mais ke in acoonfanee with the privisions st by the

cosployes's compony

1. METHODS
8

This sty wees o quantistive approach, using o
questionnaive . diswibated fo lecrers i the AFTIE
énvironment. Cuestionnoires  were  distributed 1o
lecturers, i the AFTIE eovimonment with a sample af
61 respoidents in Surobavo, Malang and Maokassa
Dz were  analyzed  wsing  malliple  repression.
Independent variahles [fom this sbudy were work
mativation,  ond  intelbecteal  capitel  (which
distinguwished  relatiomal  capital,  and  sneciural
capitily, Whensas the dependent vonable s the
performance of the lechirer
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The defindtion of wark motivation in this
study includes physicnl nesds, sofely needs, . social
needs, the need for appreciation'prestige, ami wli-
acfuslization,

The definition of intellectual capiff in this
stufy i o divided inte e pars, nomely relational
capitil, @nd siructural capifal, The definition of
relatiomal capifal in this sudy includes inleradions
between individesls, and rtheir relations netwark,
While the anderstnnding of stractinl copital includes
moudines, provesses, and dala bases.

While what is meant by leclurer
performance s the presence of Jecturers,
nssigniment design, waining. available work
equipmend, performance slamiards,
mnnagement. and work ineetives that can
uffect the performance ol lecturers.,

HI = Wark Muobvation Influences Lecturer
Forformance

H1 = Relational Capital Influences Lecturer
Porformance

H} = Struciural Capital Influemces Lecirer
Performance

[ ey—

N e oo

e sl

Figure 1, Conceplual Framework

IV, RESULTS AND DMSCTSSI0MNS

This study used a guestionnaire digtribuled o G2

lecinrers . im the APTIK envinonment,
The questionnaire wis sested with Relibiliny and
Validity, processed  uxing SPSS M4, with  (he
following results;
Talde 1, RelizhiBry Tt
| Cronbacks Alpha |
Wlodel Earsed on W ol liems
| | Bandandized [icoms |
Wiork Mmrvation 0ETR @
" Relatwmal Capital {107 077 2
[ Sirnctural Cagital (107 AKED [T
| Eecturer Performance &7 T

Biussd on the resulis of SPSS processed, it
can be seen from the able abowe, the valuwe of
Cronbach's Alpha s ahooe B0, 5o sccocding o
Gihazali it can be said that the varioble is neliahle,
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While for the validify fesd, it shows that the
comelaion  between each  indicator o the poal
comsnucl seome shows significant resabts, Clasical
Avsumprion Test conducied nsing  multicollinessity
fest, autocarmelation lest, hetermsoedasbicity fest, and
mormelity best

. Cullinearity Staliics ]

hlivde]
Tl Wi
| "Work Motivatlun omr | 136 |
Mokl Capital (I} | GA30 1|
Ddmructural Capited ([C) | @780 (REFI

Source SPSH Processed Producs

Tabde . Muollivellineariiy Test

The calculation of the Tolemnee volue 1
grearer than 000, with the valee of the Yaorance
Inflation Factar (VIF) there is mo one independent
variafle that hias o YIF value of more than 1Y, S i
can ke concluded that there 35 oo maultoolonily
between  imdependent vagiables o the regression
]

Talile 3, Awtogorredation Tist
Mlndel Desrion - W et sion
1 | IWHE
Bource: SPSS Prooesed Proaducs

Bosexd on the wble, the value d1= 1177 ansl
the limia du = 1480, Durbin-Watson Test Resulis =
1M Greater than do bmat LARY and Jess than 4-
LS e 23000, 00 con be concluded that there is o
subceamelilion.

The Heeroscedasticity tes looks ke Figune 2
shows there is no howeroscedasticity, it can be seen
fram the residuale that ame randomly  disimbbed
araund the 2ero point, ps bekow,

2. Sentter PlotThe Normadity Test appears (vom the

e B e e ey

Tatulie 4. ol the Kidaporos -Smir ey Tesl

1w med ek

[ ||L_:| e

]

ownl Fewmde™ bl
Sad . Dhawisiiaow

k] i ikine A s

Aty Pasitis
bipgalive

am Sameng

tosiap Sip | 1-aailnd)

Nhrrs Carle- Rig £l g
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ETT
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w Tl sk didien o Mormml

h Cabsidatal ieni dain

v Ldlfirs S s Covpoctrs

il Thiem @ frricy imaad of i bmse mpgaliaece

i Vapaid v D881 samagale il Ly by ailh skapl i s TRRESSS

The des resulis from ahe Kolmogoms -Smimoy
Statistics lest shivy that data is normally distributed

e e e L)

gy ol

.

-

>

il A
“:-n.ihl-

Figure 3 Noriasl P Plots

By lowoking @ the nommal picture ol the plal,

it can ke conclided that the residuals are normally
distributed amd symmetrical. In the nomnsl probility
plots graph, the scattened points coincide. around the
diagenal, and this indicates that the residuals e
mormelly disiribuobed.

Thle 5, Masdel Sumamuary

Model | B [ Aclmsted | Sud, Envor
Spuare | B Squarne | ol the
Esfimite
| D59 027 0,232 | 2 B84

Source: SPSS Mocessed Prsdocts

Bossd on owble 3, B Squane s 02700,
meaning lhn".'u"]\ af leciurers’ performance can be
cuplained by work motivation, Belationil eapital, and
Structural capilal. While the remaining 73% s
explained by other virisghles ouisile the ressasch
v

Tahel &, F Tist anid a Sinificance

Pl F Sagmifikan
SPRS smtput below: Repreni 7139 0000
Hource: SPSS Processed Prwdiscis
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Asoa resill of the Toble 6, F Test nou
stgnificance value of 0000 |5 smaller than 045 Iy
sheras tha this  regression model o be pasd o
predict  the  depemdent  warioble, namely  the
pediormance of the lecturer. Or it can be saic that
wirk medivation. relafiona] capital, and  stneciwnal
capitnl  fogether  influsmce  the  performamee of
lecturers.

Tabel T, Comstum, CoelTilenis, T - Test and Sgnifikans

Unstandandized

Model Coefficientt | | Significance
Sid.

o Errar
Comnslami &7 | 3502 | 4,103 | 0000
Wk D361 QoRd | 3837 | (46N
Mlotivanion
Eelatiomal A0LT | D05 . (1234
Capinul 15
1T
Struciural R Hsn | DELT 0752
Capital
(s

Source: SPSE Processed Prodels

Based om 1able 7, friom dthe theee variables i
appears only the work motivation  variables tha
influence lectimer performance. I can be concluded
thas work motivation influemces lecturer pesformance,
with the eguotion:

KD = 14,738 + 05061 MK - 0017 MR =

DAIZE M5
Where | KID = Lecturer Perlonmince; ME = Work
Motivation; MR = Relstionasl Capital; snd M5 =
Saructural Cagitul,

This research shows that the first hyposhesis
15 provein, The resalis of this wudy are in line with
research  Imam Asien (200137 whach  shows  thad
mativadion directly offecs employes  pesformome,
Likewise mescarch from Mandiono and Sopriyatin
N4y Safwan, ed ol (2004 amd Salleh et al,,
{300y Limowati ond Sabaji (2002 Larasai o
Gitliang (2004 p; San et al., (20120 Potw (20035 Hakim
{204y Tanis sl Sutaneo (203 Sicail, @l oal.,
{2017y Sialsan and Sientud 20175 Moty and
Hudiwimarsih (200 2y; Swaro, et al., (20061 showing
ihe resulis of motivation have a sgnificant effect on
engloyee perlormince.

Wil the second ondd thind hypotheses are
nid praven, and 2re pol i line with research fmom
Lisniger qund Mura (200 1), The couse of the difference
lies in the abject of the mewsarcher. Lomga and Murm
(200 1y take sammples from managers and academics
whao arg cons kerad s undersiond invelleciual capital,
While this study took a sample ol leclurers imoone
enviromment, namely  Cutholic  University. Dhinma

Cendika, who had differend peroepdions neganding
el lecrnl copiml,
V., COMCLUSIONS

From the testing, it can be concluded that: (11
Work meotivation has & significant effect on lecuirer
performamee: 12 Relational capital does nod affect the
performance of lecturers, and (35 Structurs] Copital
diocs not affect the performance of lecminers

' Juikging froam the fest resulis, the vamahles of
work motivation, relotionol capitl, and  etnciral
capiful emly affec 13.2%, the resl are influenced by
ather variahles. Sogeestions for fomre research, you
showeld add a variable of job satislaction. compesemce,
wirk envinmment, il compensation.
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