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ABSTRACT 
This study aims to examine the effect of participatory decision making on lecturer performance by using career 

development as a mediating variable. The development of the social exchange theory model which is used as the basic model of 

this study examines the exchange patterns that occur in lecturers, namely when lecturers get the opportunity to be involved in 

decision making and are given support by the university, the lecturer shows good performance behavior towards the university. 

However, the phenomenon that occurs is that many lecturers have low performance even though they have participated in 

decision making and received organizational support. Intervening variable career development in mediating the effect of 

participatory decision making on the performance of university lecturers in the LLdikti 6 area of Central Java. 

The research was conducted by survey method. Collecting data using a questionnaire to 153 lecturers who were selected 

using simple random sampling. The data were analyzed using the path analysis method with the help of the SPSS version 24 

program. 

The results showed that participatory decision-making directly had a positive and significant effect on career 

development, and participatory decision-making and career development directly had a positive and significant effect on lecturer 

performance. In addition, based on the results of the path analysis, it can be seen that career development acts as an intervening 

the influence of participatory decision making on lecturer performance. 

 

Keywords: Participatory Decision Making, Career Development, Lecturer Performance. 

________________________________________________________________________________________________________ 

 

1. INTRODUCTION 

The performance of lecturers will not be separated from the Tri Dharma of Higher Education, namely a lecturer is required 

to carry out teaching, research and community service as stated in Law number 14 of 2005 concerning Teachers and Lecturers. 

The performance of a lecturer is measured by the level of functional positions he has achieved. The achievement of certain 

functional positions means that the performance of lecturers is increasingly measurable from the implementation of the Tri 

Dharma of Higher Education that has been carried out. The total lecturers at various private universities in Central Java 

currently under the auspices of the Institute for Higher Education Services 6 (LLDIKTI 6) are currently there were 12,413 

people with various functional positions spread across 231 universities. Of the total universities, which are located in the city 

of Semarang, there are 55 universities. From the data obtained from LLDIKTI 6 Central Java, it was recorded that the number 

of lecturers with functional positions of expert assistant was at most 3,621 people. Based on the data, it can also be seen that 

lecturers with functional professorship positions are still very minimal, namely 78 lecturers or less than 1% of all lecturers in 

the LLDIKTI 6 Central Java area, almost 50% of all lecturers have functional positions from expert assistants to head lectors 

and there are still around 43% who do not have a functional position.  

The distribution of the data shows that there is still a high gap in the performance of lecturers. The problems that occur that 

are associated with the achievement of lecturer performance cannot be separated from factors, namely how to develop his 

career in carrying out the tri dharma of higher education and how he is committed to the institution where he serves. 
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Table 1. 

 Achievement of Functional Positions of LLDIKTI 6 Central Java Lecturers 

 

Jabatan 

Fungsional 

Status Jumlah % 

Yayasan % PNS % 

Profesor 51 0,4 26 4 78 0,6 

Lektor Kepala 759 6,6 306 49 1065 8,6 

Lektor 2089 1,8 192 30 2279 18,4 

Asisten Ahli 3527 30 94 15 3621 29,1 

Tenaga Pengajar 

(Belum memiliki 

Jabatan 

fungsional) 

5358 45 13 2 5371 43,3 

Jumlah 11782 100 631 100 12413 100 

                      Source: forlap.ristekdikti.go.id, 2020 
 

              

2. LITERATURE  REVIEW 

2.1 Lecturer Performance 

The ability of lecturers to carry out their duties to complete their work in other words, is work presentation, work 

implementation, work performance, or work results (Halim et al., 2018)[32]. In the Law of the Republic of Indonesia No. 14 of 

2005 concerning Teachers and Lecturers, what is meant by lecturer performance is the lecturer's workload which includes main 

activities, namely planning the implementation of advance learning, carrying out the learning process, conducting research, 

additional tasks, and doing community service. The main task of the lecturer is to carry out the tridharma of higher education 

with a workload of at least 12 (twelve) credits and a maximum of 16 (sixteen) credits in each semester in accordance with their 

academic qualifications according to the provisions. 

  

2.2 Career development 

Academic career development refers to the process by which employers and workers working in research, teaching, and/or 

administrative roles in academic and higher education contexts manage a variety of tasks, behaviors, and experiences within and 

across jobs and organizations over time, with implications for workers' work-related identities (Zacher et al., 2019)[94]. The 

process of increasing individual work abilities achieved in order to achieve a successful career (Rivai, V. and Sagala, 2011)[66] 

 

2.3  Participatory Decision Making 

Participatory decision making is a development of the concept to grasp (Allen and Carl, 1992)[4]. These activities include 

fundamental changes in the way schools are managed and the way in which the principal's role and relationship with the school 

community is expressed. Participatory decision making is the process of making school decisions in a cooperative atmosphere at 

all levels. This process takes place in a pattern of dividing decision-making which is “not done once and then forgotten”, but 

carried out continuously.  An education reform initiative that often accompanies policies to increase decision-making authority 

and accountability at the school level (Marks and Louis, 1997)  

[43]. 
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2.4 Conceptual Framework                                                                                     

     

                                                               

                                                                                             H4 

                                          H1                                                           H2 

                        H3 

 

Figure 2. Conceptual framework 

       Description:  X1 (Participatory Decision Making)        → Independent variable 

   Z   ( Career Development )                                Intervening variable 

                                       Y   ( Lecturer Performance )    Dependent variable 

 
2.5 Hypothesis 

      Based on the abovementioned framework, the hypotheses proposed in this study are: 

      H1:  There are positive and significant effects  of  Participatory Decision Making  on  Career Development . 

      H2 :  There are positive and significant effects of   Career  Development     on  Lecturer Performance. 

H3:  There are positive and significant effects of  Participatory Decision Making on Lecturer Performance 

H4:   There are positive and significant effects of  Participatory Decision Making on Lecturer Performance Through Career 

Development  

 

3. DATA AND METHODS 

3.1 Population  and Sampling Techniques 

The population in this study were lecturers in the LLDIKTI 6 area of Central Java, namely civil servant lecturers and 

permanent lecturers of foundations who have academic functional positions of expert assistants to those who already have 

professor functional positions totaling 7,042 people. The population is very large, the researchers set a sample so that it can 

represent the population. The sample size is calculated using the slovin formula (Sugiyono, 2017)[79] as follows: 

n = N / (1 + Ne
2
) 

Information : 

n = number of samples 

N = Total population 

e = Fault tolerance limit 

Based on the Slovin formula with the tolerance limit (e) = 8%, the number of samples obtained is as follows: 

n = N / (1 + Ne
2
) = 7.042 / 1 + 7.042 (0.08)2 =  7.042 / 46,0688 = 152,858. rounded up to 153 civil servant lecturers and 

foundations. 

 

3.2 Technical Analysis 

In this study, the technique used is Path Analysis to determine the direct or indirect effect of various variables using SPSS 

software. Ghozali, I (2018)[26]. Hypothesis testing uses the t test (partial) if the probability is 0.05, the hypothesis is rejected, 

meaning that there is no significant effect of the independent variable on the dependent variable. And if the probability <0.05, 

Lecturer  Performance 

Y 

Career Development 

Z 

Participatory Decision Making 

X1 

e

1 

e2 
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then the hypothesis is accepted, it means that there is a significant effect of the independent variable on the dependent variable. 

In this research, there are 2 (two) structural equations, namely: 

 Z =  b1 X1 + e1 

            Y  = b2 Z +  b3 X1 + e1 

 

4. RESULTS AND DISCUSSION 

In this study, the technique used is multiple regression linear analysis. Ghozali,(2018)[26]. Hypothesis testing uses t-test  if 

the probability is 0.05 then the hypothesis is rejected, meaning that there is no significant effect of the independent variable on the 

dependent variable. And if the probability < 0.05, then the hypothesis is accepted, meaning that there is a significant influence 

between the independent variables on the dependent variable. 

4.1 Test Validity & Reliability 

The validity of a test intended to find out the extent to which measuring instruments used can measure what will be 

measured. Test validity in this research intended to find out whether the questionnaire prepared have been able to measure the 

variables wanted measured. The validity of a test is done by calculating the correlation of each of questions (items) with a score 

total. Said to pass  the validity test if it has a loading factor value > 0.5 or  has a significance Sig. (2-tailed )  level of < 0.05. 

(Ghozali, 2017)[25]. 

Test reliability is a measure regarding the internal consistence of indicators a construct shows the degree to which the 

indicator it indicates a constructs or latent factors. ), dimana secara umum dianggap reliabel bila nilai Cronbach alpha > 0,6  

(Ghozali, 2018)[26]. 

Based on a test of Reliability, all research variables have the value of Cronbach Alpha > 0.6 so that all research is variable 

reliability 

Table 2 

Data Validity and Reliability Test Results Question Items 

Participatory Decision Making (X1) Sig 2 tailed Keterangan 

PKP 1 0.000* Valid < 0.05 

PKP 2 0.000* Valid < 0.05 

PKP 3 0.000* Valid < 0.05 

PKP 4          0.000* Valid < 0.05 

PKP 5 0.000* Valid < 0.05 

Cronbach Alpha 0.843 Reliabel > 0.5 

Career Development (Z) 

 

Sig 2 tailed Keterangan 

PK 1 0.000* Valid < 0.05 

PK 2 0.000* Valid < 0.05 

Cronbach Alpha 0.822 Reliabel > 0.5 

Lecturer Performance (Y) 

 

Sig 2 tailed Total 

Carrelation 

Keterangan 

KD 1 0.000* Valid < 0.05 

KD 2 0.000* Valid < 0.05 

KD 3 0.000* Valid < 0.05 

KD 4 0.000* Valid < 0.05 

Cronbach Alpha .663 Reliabel > 0.5 
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Source: Appendix (2022) 

Note: * = Significance at = 0.05  

r produk moment pearson dengan n = 150 pada  = 0,05 = 0.1052 

Based on the table of Data Validity and Reliability Test Results Question items by comparing rcount > 0.1052 (r table = 

0.05), and Cronbach Alpha. After testing the validity and reliability, it turned out that all research questionnaire items were 

declared significant, then the data was valid and reliable for analysis. 

 

4.2 Path Analysis 

 

The first equation is to determine the relationship between variables, namely participatory decision making on career 

development which can be seen in the following table: 

The second equation is to determine the relationship between variables, namely participatory decision making and career 

development on lecturer performance which can be seen in the following table: 

 

Table 3  Participatory Decision Making, Career Development ,  Lecturer Performance 

Regression 
Direct 

Influence 
Sig   

Value 
Indirect Effect Total Effect Hipothesis accepted / 

rejected 

Participatory Decision Making 
(X1) → C a r r e r  

D e v e l o p m e n t (Z) 

0.497 0.000 
  H1 Accepted 

Career Development (Z) → 
Lecturer Performance (Y) 

0.534 0.000 
  H2 Accepted 

Participatory Decision Making 

(X1) → Lecturer Performance (Y) 
0.884 0.000 

  H3 Accepted 

Participatory Decision Making 
(X1)→ Career Development (Z) → 

Lecturer Performance (Y) 

0.884 0.000 (0.497) x (0.534)= 
0.265 

0.884 +0.265 = 1.149 H4 Accepted 

(fully meditated) 

      Source: processed data (2022) 

So that the structural equation model is as follows: 

Z = 0.497 X1 + e1 e1 = 0.8677 

Y = 0.822 X1 + 0.125 Z + e2 e2 = 0.4538 

R
2
  ( Determination Coefisient ) = 1 - ( 0.8677)

2
 (0.4538)

2
 = 1 – ( 0.7529 ) (0.2059) 

= 1 - 0.1550 =  0.845 

 The diversity of data that can be explained by the model is 84.5 % or the information contained in the data is 84.5 % explained by 

the model, while the 15.5% is explained by other variables outside of this study. 

 

Based on the table above, the results of the t statistic show that the coefficient of the influence of participatory decision 

making on career development has a significance level of 0.000 which is smaller than 0.050. This shows that the variable of 

participatory decision making has a significant positive effect on career development. Then the coefficient of the influence of  

career development on  lecturer performance  has a significance level of 0.000 which is smaller than 0.050. This shows that the 

variable of  career development has  a significant positive effect on lecturer performance . Then the coefficient of the influence of  

participatory decision making  on  lecturer performance  has a significance level of 0.000 which is smaller than 0.050. This shows 

that the variable of  participatory decision making has  a significant positive effect on lecturer performance. Finally, career 

development variables can be fully intervening from the influence of participatory decision making on lecturer performance. 

4.3 Discussion 

a. Participatory Decision Making has a positive significant effect on Career Development. 

The coefficient of the effect of Particapatory Decision Making  On Career Development  0.497 with a significance level of 

0.000, which smallerthan 0.05. This shows that the Particapatory Decision Making  variable has a positive and significant 

effect on the Career Development. This means that the greater the level of Particapatory Decision Making  maximize Career 
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Development. The results of this study are supported by research by Callanan, G.A. and Greenhaus(1994)[11]. 

b. Career Development has a positive significant effect on Lecturer Performance. 

The coefficient of the effect of Carrer Development  0.534 on Lecture Performace with a significance level of 0.000, which 

smallerthan 0.05. This shows that the Career Development Decision Making  variable has a positive and significant effect on 

the Lecturer Perofrmance The results of this study are supported by research by Dinantara (2018) [14]. 

c. Participatory Decision Making  has a positive significant on Lecture Performance. 

The coefficient of the effect of Particapatory Decision Making  0.884 on Lecture Performance with a significance level of 

0.000, which smallerthan 0.05. This shows that the Particapatory Decision Making  variable  has a positive and significant 

effect on the Lecturer Perofrmance The results of this study are supported by research by (Sukirno, D.S and Siengthai, 2011 

[80]; Ugwu et al., 2019)[87].  

c. Participatory Decision Making  has a positive significant  on Lecture Performance through Career Development. 

The coefficient of the effect of Particapatory Decision Making  On Career Development  0.497 with a significance level of 

0.000, which smallerthan 0.05 and  the coefficient of the effect of Carrer Development  0.534 on Lecture Performace with a 

significance level of 0.000, which smallerthan 0.05,and Total Effect  1.149 is greater than Direct Value 0.084 so that the 

career development variable becomes a full intervening of the influence of participatory decision making on lecturer 

performance 

 

5. CONCLUSIONS AND RECOMMENDATIONS 
Based on the results of the research and discussion described above, it can be concluded that participatory decision-making 

has a positive and significant impact on career development, career development has a positive and significant impact on 

lecturer performance, participatory decision-making has a positive and significant impact on lecturer performance. And career 

development variables can be fully intervening variables that influence participatory decision making on lecturer performance. 

 

REFERENCES 
1. Ahmed Mohamed, S. and, and Ali, M. (2015). The Influence of Perceived Organizational Support on Employees’ Job 

Performance. International Journal of Scientific and Research Publications, 5(4), 1–6. 

2. Al-Shawabkeh, K. M. (2017). Career Path Development and its Impact on Organizational CitizenshipBehavior in Greater 

Amman Municipality. International Journal of Business and Management. https://doi.org/10.5539/ijbm.v12n3p79 

3. Allen, Natalie J and Meyer, J. P. (1990). The Measurement and Antecedents of Affective, Coontinuance and Normative 

Commitment To The Organzation. The British Psychological Society. 

4.  Allen, B. L., and Carl, D. (1992). School Improvement: The Elusive Faces of Shared Governance. NASSP Buletin, 76(542), 

80–87. 

5. Arijanto, A. (2019). Leadership Style, Career Development and Work Satisfaction to Employee’s Performance. European 

Research Studies Journal, 2(Special Issue 3), 276–291. 

6.  Arnold; Fiedman. (1986). Esentialis of Undestanding Psikology. McGraw Hill. 

7.  Barnett, B. R., and Bradley, L. (2007). The impact of organisational support for career development on career satisfaction. 

Career Development International, 12(7), 617–636. https://doi.org/10.1108/13620430710834396 

8.  Bernadin, J. H. . J., and Russel. (2003). Human Resources Management: An Expriential Approach. Series in Management. Mc 

Graw-Hill. 

9.  Blazey et al. (2009). Insight to Performance Excellence in Education 2001: An Inside Look at the 2001 Baldrige Award 

Criteria for Education. ASQ Quality Press. 

10. Byars, L.L; L.W., R. (2006). Human Resources Management. Mc Graw-Hill. 

11. Callanan, G.A. and Greenhaus, H.J., “The career indecision of managers and professionals: an examination of multiple 

subtypes”, Journal of Vocational Behavior, Vol. 41 No. 3, 1994, pp. 212-31. 

11. Chen, T., Hao, S., Ding, K., Feng, X., Li, G., and Liang, X. (2020). The impact of organizational support on  employee 

performance. Employee Relations, 42(1), 166–179. https://doi.org/10.1108/ER-01-2019-0079 

12.Chiang, CF; Hsieh, T. (2012). The impacts of perceived organizational support and psychological empowerment on job 

performance: The mediating effects of organizational citizenship behavior. International Journal of Hospitality Management, 

31(1), 180–190. 

13. Cotton, J. L., Vollrath, D. a, Froggatt, K. L., Lengnick-Hall, M. L., and Jennings, K. R. (1988). Employee Participation: 

http://www.ijasre.net/
https://doi.org/10.31695/IJASRE.2022.8.8.5


International Journal of Advances in Scientific Research and Engineering (ijasre), Vol 8 (8), August -2022 

www.ijasre.net             Page 44 

DOI: 10.31695/IJASRE.2022.8.8.5 

Diverse Forms and Different Outcomes. Management, 13(1), 8–22. 

14. Dinantara, M. D. (2018). The Influence Of Organizational Commitment and Motivation On Lecturer Performance Of 

Pamulang University. Scientific Journal of Reflection: Economic, Accounting, Management and Bussines, 1(3), 311–320. 

15. Direktorat Jenderal Pendidikan Tinggi, (2008). 

16. Dubrin, andrew J. (2001). Competitive Business (Second). Prentice SHNI. 

17. Eisenberger, R., Stinglhamber, F., Vandenberghe, C., Sucharski, I. L., and Rhoades, L. (2002). Perceived supervi- sor support: 

Contributions to perceived organizational support and employee retention. Journal of Applied Psychology, 87, 565–573. 

18. Eisenberger, R., Stinglhamber, F. (2011). Behavioral Outcomes of Perceived Organizational Support. In Perceived 

Organizational Support: Fostering Enthusiastic and Productive Employees. APA Books. 

19. Eisenberger, R, Huntington, R., Hutchison, S., and Sowa, D. (1986). Short version SPOS. Journal of Applied Psychology, 

71(3), 500–507. 

20. Eisenberger, Robert, Huntington, R., Hutchison, S., and Sowa, D. (1986). Perceived Organizational Support. Journal of 

Applied Psychology, 71(3), 500–507. 

21.  Elele, J., and Fields, D. (2010). Participative decision making and organizational commitment: Comparing Nigerian and 

American employees. Cross Cultural Management, 17(4), 368–392. https://doi.org/10.1108/13527601011086586 

22. Fan, M., and Cai, W. (2020). How does a creative learning environment foster student creativity? An examination on multiple 

explanatory mechanisms. Current Psychology. https://doi.org/10.1007/s12144-020-00974-z 

23. Ferdinand, A. (2020). Structural Equation Modelling Dalam Penelitian Manajemen : Aplikasi Model-Model Rumit Dalam 

Penelitian Untuk Tesis Magister dan Disertasi Doktor. BP UNDIP. 

24. Ghani, N. and H. T. (2009). Antecedents Of Perceived Organization Support. Canadian Social Science, 5(6), 121–130. 

25. Ghozali, Imam. (2017). Structural Equation Model. Concepts and Applications With the AMOS 24.0 Program. Bayesian SEM 

updates. In Structural Equation Model. Concepts and Applications With AMOS 24. Update Bayesian SEM. 

https://doi.org/10.1016/j.ando.2009.02.00726. Ghozali, Iman. (2018). Aplikasi Analisis Multivariate dengan Program IBM 

SPSS 25. Badan Penerbit Universitas Diponegoro. 

27. Gibson; Ivancevich; Donnelly. (2000). Organization and Management: Behavioral Structure (Translation). Erlangga.  

28. Gibson, J. et. al. (2008). Organization and Management: Behavior, Structure, and Process. Translated by Joerban Wahid. 

Erlangga Publisher. 

20.  Hadiri, N. (2010). Human Resource Management: For Business. Competitive. Gajah Mada University Press. 

30. Hair, J., Black, W., Babin, B., and anderson, R. (2010). Multivariate Data Analysis: A Global Perspective. In Multivariate 

Data Analysis: A Global Perspective. 

31. Hakim, W., and Fernandes, A. (2017). Moderation effect of organizational citizenship behavior on the performance of 

lecturers. Journal of Organizational Change Management, 1–15. https://doi.org/10.1108/JOCM-11-2016-0242 

32. Halim, A., Kusuma, P., and Syam, A. H. (2018). The Main Role of Locus of Control and Professional Ethics on Lecturer ’ s 

Performance ( Indonesian Lecturer Empirical Study ). International Review of Management and Marketing and Marketing, 

8(5), 9–17. https://doi.org/https://doi.org/10.32479/irmm.6884 

33. Handoko. (2014). Personnel Management and Human Resources. BPFE. 

34. Ilham, F. (2010). Performance Management (Theory and Application). Alphabet. 

35. Indarti, S., Solimun, Fernandes, A. A. R., and Hakim, W. (2017). The effect of OCB in relationship between personality, 

organizational commitment and job satisfaction on performace. Journal of Management Development, 36(10), 1283–1293. 

36. Islahuddin, H. Z. M. A. (2020). Emplyoyee Engagement and Perceived Organozational Support On The Performance Of Hotel 

Employees During The Covid - 19 Pandemic In South Sulawesi. International Journal of Management (IJM), 11(11), 2358–

2368. https://doi.org/10.34218/IJM.11.11.2020.219 

37. Joolideh, F., and Yeshodhara, K. (2009). Organizational commitment among high school teachers of India and Iran. Journal of 

Educational Administration, 47(1), 127–136. https://doi.org/10.1108/09578230910928115 

38. Basic Concepts of Participatory Decision Making | AKHMAD SUDRAJAT. (2010). Blog About Education. 

39. Koonce, R. (1995). Becoming Your Own Career Coach. Training and Development, 49(1), 18–43. 

40. Kurtessis, J. N., Eisenberger, R., Ford, M. T., Buffardi, L. C., Stewart, K. A., and Adis, C. S. (2017). Perceived Organizational 

Support: A Meta-Analytic Evaluation of Organizational Support Theory. Journal of Management, 43(6), 1854–1884. 

https://doi.org/10.1177/0149206315575554 

41. Lowin, A. (1968). Participative decision making: A model, literature critique, and prescriptions for research. Organizational 

Behavior and Human Performance, 3(1), 68–106. https://doi.org/10.1016/0030-5073(68)90028-7 

42. Mangkunagara, A. (2010). HR Performance Evaluation. Aditama Refika. 

43. Marks, H. M., and Louis, K. S. (1997). Does teacher empowerment affect the classroom? The implications of teacher 

empowerment for instructional practice and student academic performance. Educational Evaluation and Policy Analysis, 

19(3), 245–275. https://doi.org/10.3102/01623737019003245 

44. Mathis, Robert l., and Jackson, J. H. (2006). Human Resource Management (10th ed.). Salemba Empat. 

45. Mau, W. C. (1995). Decision-Making Style as a Predictor of Career Decision-Making Status and Treatment Gains. Journal of 

http://www.ijasre.net/
https://doi.org/10.31695/IJASRE.2022.8.8.5


International Journal of Advances in Scientific Research and Engineering (ijasre), Vol 8 (8), August -2022 

www.ijasre.net             Page 45 

DOI: 10.31695/IJASRE.2022.8.8.5 

Career Assessment, 3(1), 89–99. https://doi.org/10.1177/106907279500300107 

46. Meyer, J. P., and Smith, C. A. (2009). HRM practices and organizational commitment: Test of a mediation model. Canadian 

Journal of Administrative Sciences, 17(4), 319–331. https://doi.org/10.1111/j.1936-4490.2000.tb00231.x 

47. Meyer J P and Allen N. (1997). Commitment in the Workplace: Theory, Research and Application. Sage Publications. 

48. Moeheriono. (2014). Competency-Based Performance Measurement. Ghalia Indonesia Publisher. 

49. Mondy, W. R. (2008). Manajemen SUmber Daya Manusia. Penerbit Erlangga. 

50. Muharlisiani, L. T., Soesatyo, Y., Karwanto, Khamidi, A., Widyastuti, R. D., Noerhartati, E., and Jatiningrum, C. (2020). 

Supporting Factors on Lecturer Performance: Evidence in Private Higher Education. Talent Development and Excellence, 

12(2), 966–983. 

51. Napitupulu, S., Haryono, T., Laksmi Riani, A., Sawitri, H. S. R., and Harsono, M. (2017). The impact of career development 

on employee performance: an empirical study of the public sector in Indonesia. International Review of Public 

Administration, 22(3), 276–299. https://doi.org/10.1080/12294659.2017.1368003 

52. Newell, D. J. (1992). Intention-to-Treat Analysis: Implications for Quantitative and Qualitative Research. International 

Journal of Epidemiology © International Epidemiologies! Association, 21(5). 

53. Noe, R. A. (1996). Is Career Management Related To Employee Development and Performance. Journal of Organizational 

Behavior, 17(1), 119–133. 

54. Patton, W., and McMahon, M. (2014). Career Development and Systems Theory. In Career Development and Systems Theory 

(3rd ed.). Sense Publisher. https://doi.org/10.1007/978-94-6209-635-6 

55. Payong R, M. (n.d.). Teacher Professional Certification, Basic Concepts, Problems, and Implementation. 

56. Regulation of the Minister of National Education No. 16 of 2007 concerning Standards of Academic Qualification and 

Teacher Competence. 

57. Government Regulation no. 19 of 2005 concerning National Education Standards. 

58. Government Regulation No. 60 of 1999 concerning Higher Education. 

59. Government Regulation of the Republic of Indonesia No. 37 of 2009 concerning Lecturers. 

60. Peter Guy Northouse. (2019). Leadership : theory and practice (eigth). Thousand Oaks, California: SAGE Publications, Inc. 

61. Porter. M.E. (1998). Keunggulan Bersaing. Menciptakan Dan Mempertahankan Kinerja Unggul. Binarupa Aksara. 

62. Rasouli, N., Heidari, A., Naderi, F., and Marashian, F. S. (2020). Investigating the Mediating Role of Perceived 

Organizational Support in the Relationship Between Sense of Coherence, Professional Ethics, and Job Performance of 

Nurses. Journal of Client-Centered Nursing Care, 9(3), 31–42. https://doi.org/10.32598/jccnc.6.1.324.1 

63. Rhoades, L., and Eisenberger, R. (2002). Perceived organizational support: A review of the literature. Journal of Applied 

Psychology. https://doi.org/10.1037//0021-9010.87.4.698 

64. Richard C Kearney, S. W. H. (1994). Labor-management relations and participative decision making: Toward a new 

paradigm. Public Administration Review, 54, 44–51. 

65. Rita, M., Randa Payangan, O., Rante, Y., Tuhumena, R., and Erari, A. (2018). Moderating effect of organizational citizenship 

behavior on the effect of organizational commitment, transformational leadership and work motivation on employee 

performance. International Journal of Law and Management, 60(4), 953–964. https://doi.org/10.1108/IJLMA-03-2017-

0026 

66. Rivai, V. and Sagala, E. J. (2011). Human Resource Management for Business from Theory to Practice. PT Raja Grafindo. 

67. Robbins, S. P. (2015). Manajemen Coulter (12th ed.). Salemba Empat. 

68. Robbins, S. P. dan J. (2008). Prinsip-prinsip Perilaku Organisasi (12th ed.). PT Salemba Empat. 

69. Saether, E. A. (2020). Creativity-Contingent Rewards, Intrinsic Motivation, and Creativity: The Importance of Fair Reward 

Evaluation Procedures. Frontiers in Psychology, 11. https://doi.org/10.3389/fpsyg.2020.00974 

70. Saha, S., and Kumar, S. P. (2017). Influence of participation in decision making on job satisfaction, group learning, and group 

commitment: Empirical study of public sector undertakings in India. Asian Academy of Management Journal, 22(1), 79–

101. https://doi.org/10.21315/aamj2017.22.1.4 

71. Saleem, S., and Amin, S. (2013). The Impact of Organizational Support for Career Development and Supervisory Support on 

Employee Performance : An Empirical Study from Pakistani Academic Sector. European Journal of Business and 

Management, 5(5), 194–207. 

72. Scott-Ladd, B., and Marshall, V. (2004). Article information :Participation in decision making: a matter of context? 

Leadership and Organization Development Journal, 25(8), 646–662. 

https://doi.org/http://dx.doi.org/10.1108/01437730410564988 Downloaded 

73. Scott-Ladd, B., Travaglione, A., and Marshall, V. (2006). Causal inferences between participation in decision making, task 

attributes, work effort, rewards, job satisfaction and commitment. Leadership and Organization Development Journal, 

27(5), 399–414. https://doi.org/10.1108/01437730610677990 

74.Senevirathna, Y. (2018). Employee Participation on Decision Making: A Review On Conceptual and Practice Perspectives. 

7(7), 198–208. 

75. Siagian, S. P. (2010). Human Resource Management. Earth Literature. 

http://www.ijasre.net/
https://doi.org/10.31695/IJASRE.2022.8.8.5


International Journal of Advances in Scientific Research and Engineering (ijasre), Vol 8 (8), August -2022 

www.ijasre.net             Page 46 

DOI: 10.31695/IJASRE.2022.8.8.5 

76. Siregar, S. (2013). Parametric statistics for quantitative research. In Earth characters. 

77.Smith, A. (1982). Management, Making Organization Perform. McMillan Publishing Co, Inc. 

78.Sopiah. (2008). Organizational Behavior. andi Offset. 

79. Sugiyono. (2017). Quantitative Research. In Exposure to Quantitative Research Methods. Alphabet CV. 

80.Sukirno, D.S and Siengthai, S. (2011). Does participative decision making affect lecturer performance in higher education ? 

International Journal of Educational Management, 25(5), 494–508. https://doi.org/10.1108/09513541111146387 

81.Super, D. . (1993). Career Education and The Meaning of Work. Harper, 19. 

82.Suprihanto, J. (2003). Work Implementation Assessment and Employee Development. BPFE-Yogyakarta. 

83. Syofian, S. (2013). Quantitative Research Methods: Comparison of Manual Calculations and SPSS (1st ed.). Kencana Prenada 

Media Group. 

84. Tampubolon. (2001). New Paradigm Quality Universities and Higher Education Management Facing 21st Century 

Challenges. PT Gramedia Pustaka Utama. 

85. Timpe, A. D. (1991). Human Resource Management Series: Performance. Elex Media Komputindo. 

86.Tone, K., Gani, M. U., Nujum, S., and Latief, B. (2015). The impact of antecedent variable on lecturer ’ performance as 

mediated by work motivation. International Journal of Humanities and Social Science Invention, 4(10), 54–62. 

https://doi.org/29.7722/04102054062 

87.Ugwu, K. E., Okoroji, L. I., and Chukwu, E. O. (2019). Participative decision making and employee performance in the 

hospitality industry: A study of selected hotels in Owerri Metropolis, Imo State. Management Studies and Economic 

Systems (MSES), 4(1), 57–70. 

88. Law Number 14 of 2005 concerning Teachers and Lecturers, (2005). 

89. Law of the Republic of Indonesia No. 14 of 2005 concerning Teachers and Lecturers. 

90. Walgito., B. (2002). Introduction to General Psychology. andi Offset. 

91. Werther, W. B. K. D. (1996). Human Resources and Personal Management (Edisi 5). McGraw-Hill. 

92. Wibowo. (2014). Performance Management (4th ed.). Press Eagle. 

93. Widodo, A. P. S. (2020). Individual Characteristic Analysis Towards Career Development and Its Impact On The Lecturer 

Performance At Technology University Of Surabaya. 1st International Conference On Business and Social Sciences 

“Sustainable Business Practices in Digital Environment,” 1, 96–109. 

94. Zacher, H., Rudolph, C. W., Todorovic, T., and Ammann, D. (2019). Academic career development: A review and research 

agenda. Journal of Vocational Behavior, 110(June), 357–373. https://doi.org/10.1016/j.jvb.2018.08.006 

 

Reliability Test ( Participatory Decision Making X1) 

 
Reliability Test ( Career Development Z) 

 

 
 

Reliability Test ( Lecturer Performace Y) 

 
 

http://www.ijasre.net/
https://doi.org/10.31695/IJASRE.2022.8.8.5

