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Abstract: This study aims to examine the influence of organizational support on the 
performance of lecturers, mediated by commitment, and moderated by lecturer 
certification. The research was conducted in the undergraduate program in the field of 
economics at private universities in Riau Province. The research method used was a 
survey with a questionnaire as the data collection instrument. The population and sample 
of the study consisted of 269 respondents. Data analysis was conducted using SEM-
PLS. The results of the study indicate that organizational support has a significant effect 
on commitment. Organizational support also has a significant effect on performance, 
which is mediated by commitment. Furthermore, organizational support affects 
performance, which is mediated by commitment and moderated by lecturer certification. 
The implications of this research highlight the importance of private universities in Riau 
Province considering these factors in the management and development of human 
resources, especially lecturers, to improve the quality of education. This study provides 
theoretical and practical contributions to understanding the factors that influence lecturer 
commitment and performance. 
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INTRODUCTION 
Higher education plays a crucial role in producing high-quality and competitive 

human resources. In Indonesia, the higher education sector is rapidly developing in 

response to the increasing demand for skilled and highly educated workforce. The 

Indonesian government has taken important steps to expand access and improve the 

quality of higher education throughout the country.(Backhouse, 2013; Bednarz et al., 

2017; Haerani et al., 2020; Priyadarshini & Abhilash, 2022) 

As one of the provinces in Indonesia, Riau Province has a significant role in the 

higher education sector. Higher education institutions in Riau Province are also striving 

to enhance the quality of their teaching and research, as well as prepare students to face 

the increasingly complex challenges of the job market. However, it is important to 

consider the challenges and opportunities, including limited accessibility to higher 

education, disparities in educational quality among institutions, challenges in adapting to 

technological advancements and changing labor market needs, quality of infrastructure 

and facilities, as well as collaboration with industries and local governments, as these 

are crucial elements that can affect the performance of higher education in Riau 

Province.(Nuryanti et al., 2018; Rusli et al., 2020; Saide & Sheng, 2021; Samsir et al., 

2017). 

In addition to challenges, Riau Province also has significant opportunities for 

developing higher education. The natural resources potential of Riau Province, such as 

the plantation and oil sectors, can provide a foundation for the development of education 

programs focused on skills and research related to these industries. In-depth research 

on the needs and challenges of higher education in Riau Province can provide valuable 
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insights in formulating appropriate policies and strategies to enhance the quality of higher 

education in the region.(Isfani et al., 2020; Parluhutan et al., 2022; Wahyono, 2020) 

The quality of education in Riau Province is key to achieving these goals, as 

reflected in the performance of higher education. The performance of higher education 

encompasses various aspects, including the quality of teaching, research, community 

service, and collaboration with industries. Good teaching quality will produce students 

who have a deep understanding of the subject matter and relevant skills for the 

workforce. Therefore, in assessing the performance of lecturers in Riau Province, a 

holistic and comprehensive understanding is needed. There are several factors to 

consider, such as the organizational support provided by higher education institutions, 

the commitment of lecturers to their work, and other factors that can influence lecturer 

performance. Additionally, lecturer certification is also a significant aspect of measuring 

lecturer performance. Lecturer certification is evidence of professional competence that 

can affect motivation and job performance. Therefore, it is important to understand how 

lecturer certification plays a role in the relationship between organizational support, 

commitment, and lecturer performance in Riau Province.(Argento & van Helden, 2021; 

Fuadi & Aswita, 2021; Park & Kim, 2022; Zhang & Huang, 2022) 

Lecturer performance is the result of their work in carrying out teaching and 

research tasks. Lecturer performance is more complex in the context of educational 

institutions, as it contributes to the achievement of educational goals and objectives. 

According to the Keputusan Dirjen No 101/E/KPT/2022, the dimensions of lecturer 

performance include conducting education, research, and community service, planning, 

implementing the learning process, assessing and evaluating learning outcomes, and 

continuously improving and developing academic qualifications and competencies in line 

with the development of science, technology, and the arts.(Tran, 2020; Widodo & 

Mawarto, 2020)  

Organizational support is an employee's assessment of the extent to which the 

organization shows care and concern for its employees by providing support in terms of 

improving employee welfare, creating a conducive work environment to generate good 

performance, and ensuring fairness towards them. Therefore, good organizational 

support in the eyes of employees can lead to high dedication to the organization, 

ultimately resulting in improved organizational performance. Based on several theories 

and research findings, there are three dimensions of organizational support: Reciprocal 

Exchange, Care, and Strengthening Faculty Trust.(Sopelana et al., 2021; Thirapatsakun 

& Jarutirasarn, 2021; Thokoa et al., 2021) 

Organizational commitment refers to employees' willingness to remain loyal to the 

organization and contribute positively to achieving the company's goals. Organizational 

commitment is a psychological state that refers to employees' identification and 

engagement within their organization. It is characterized by employees' dedication to the 

organization's goals and values and their willingness to exert effort on behalf of the 

organization. Organizational commitment can contribute to increased job satisfaction 

among employees, which ultimately has a positive impact on overall productivity and 

organizational performance. Based on the theories and research findings used, there are 

three dimensions to measure organizational commitment: Affective Commitment, 

Continuance Commitment, and Normative Commitment. (Farrukh, 2016; John Meyer, 

2017; Meyer et al., 1993; Paramarta et al., 2020; Ramalho Luz et al., 2018) 
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Educator certification is a certificate signed by the certifying higher education 

institution as formal evidence of a lecturer's professionalism, granted to lecturers as 

professional practitioners. Certification is a means or instrument to achieve a goal 

towards quality. This awareness and understanding will lead to correct activities, where 

everything done is aimed at achieving quality. The purpose of certification is to assess 

lecturers' professionalism to improve the quality of education in the higher education 

system. The recognition of professionalism is expressed in the form of an educator 

certificate. Lecturer certification holds significant importance in ensuring the quality and 

sustainability of the higher education process. Certified lecturers are expected to 

enhance the quality of teaching, research, and community service, thereby improving the 

quality of graduates and the progress of higher education. According to the dimensions 

of lecturer certification, as stated in Keputusan Dirjen No 101/E/KPT/2022, they consist 

of academic qualifications and performance in the three pillars of higher education, 

perceptions of superiors, peers, students, and self-regarding the possession of 

pedagogical, professional, social, and personality competencies, and self-declaration 

regarding the lecturer's contribution to the implementation and development of the three 

pillars of higher education.(Aini et al., 2020; Dimova, 2021; Paramarta et al., 2020) 

Previous studies on lecturer performance have provided valuable insights, but 

there are still several gaps that need to be addressed. One of these gaps is the limited 

focus on specific performance indicators. Many studies only consider aspects such as 

teaching or research, while other important aspects of lecturer performance, such as 

community service, institutional contribution, managerial abilities, and involvement in 

curriculum development, are often overlooked. Therefore, this gap hinders a holistic 

understanding of lecturer performance as a whole. Furthermore, previous research also 

fails to consider contextual differences among universities. Each university has different 

characteristics and policies, yet research often generalizes their findings without taking 

these contextual differences into account. This results in a gap in understanding the 

contextual factors that influence lecturer performance. Therefore, more in-depth and 

diverse research within the context of universities is needed to understand the role of 

contextual factors in lecturer performance. 

Although there have been studies examining the influence of organizational 

support on employee commitment and performance, research specifically involving 

lecturers in the higher education context is still limited. Therefore, there is a gap in the 

understanding of many researchers regarding how organizational support impacts 

lecturer commitment and performance, as well as the role of lecturer certification in 

moderating this relationship. 

Conducive and adequate organizational support is something that employees 

expect to support improved work activities in an organization/company. Such conducive 

and adequate organizational support is one of the requirements for building high 

employee commitment and improving employee performance. Adequate and dynamic 

organizational support can enhance the level of employee commitment. Organizational 

support encompasses various aspects, including management support, coworker 

support, and organizational policy support. This support can provide individuals with a 

sense of trust, recognition, and attention that makes them feel valued and emotionally 

connected to the organization. Thus, organizational support has a significant influence 

on organizational commitment. Therefore, organizations need to pay attention to and 
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provide adequate support to individuals to enhance their level of commitment.(Hendryadi 

et al., 2019; Matthews et al., 2020; Vijayabanu et al., 2017; Zakharova et al., 2022) 

Commitment to lecturer performance refers to the extent to which lecturers feel 
bound and dedicated to delivering optimal performance in carrying out their duties as 
educators, researchers, and contributors in the academic environment. However, in the 
context of the influence of commitment on lecturer performance, the role of lecturer 
certification also needs to be considered as a moderating factor. Lecturer certification is 
the process of recognition and validation of lecturer competencies, which include 
relevant knowledge, skills, and attitudes related to teaching and research tasks. Lecturer 
certification is considered an objective indicator of a lecturer's quality and competency. 
In the relationship between commitment and lecturer performance, lecturer certification 
can play an important role as a moderating factor. Theoretically, lecturers who have high 
commitment and are also certified are expected to have better performance compared 
to lecturers who have the same level of commitment but are not certified. Lecturer 
certification can strengthen the relationship between commitment and lecturer 
performance by providing support and recognition for objectively verified lecturer 
competencies.(Aini et al., 2020; Bizzi, 2023; Jamal et al., 2021; Masrur, 2021; Paramarta 
et al., 2020). 

 

METHODS 

This study aims to reveal the results of whether organizational support variables 

influence lecturer performance, mediated by commitment, and moderated by lecturer 

certification. Each indicator is measured using a Likert scale ranging from 1 (strongly 

disagree) to 5 (strongly agree). The researcher employed a descriptive-verification 

research design. The research methodology used is quantitative. The exploration was 

conducted by distributing questionnaires and conducting interviews with lecturers. The 

research was conducted in the Economics undergraduate program at a private university 

in the Riau province. The respondents selected were permanent lecturers who have 

received lecturer certification in the Economics undergraduate program at private 

universities in the Riau province, totaling 269 lecturers. The analysis tool used is SEM-

PLS. (Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, 2017; Hair J et al., 2010). 

Table 1 shows the measurement of variables as follows: 

 
Table 1. Variable Measurement 

Variable Dimension Reference 

Organizational 
Support 

1. Law of Reciprocity 
2. Concern 
3. Strengthen Lecturer Trust 

Thirapatsakun & 
Jarutirasarn, 2021; 
Thokoa et al., 2021 

Organizational 
Commitment 

1. Affective Commitment 
2. Continuous Commitment 
3. Normative Commitment 

John Meyer, 2017; 
Meyer et al., 1993 

Lecturer 
Certification 

1. Academic qualifications and performance of the 
Tridharma of Higher Education 

2. Perceptions from superiors, colleagues, students, and 
oneself regarding possession of pedagogical 
competence, professional competence, social 
competence, and personality competence 

3. Self-statement regarding the contribution of the lecturer 
concerned in the implementation and development of 
the Tridharma of Higher Education 

Keputusan Dirjen 
No 101/E/KPT/2022 
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Lecturer 
Performance 

1. Carry out education, research, and community service 
2. Plan, and implement the learning process, as well as 

assess and evaluate learning outcomes 
3. Improve and develop academic qualifications and 

competencies on an ongoing basis in line with 
developments in science, technology, and art. 

Keputusan Dirjen 
No 101/E/KPT/2022 

Source: Processed data (2024) 

Based on the problems that occurred, the researcher explained the research 

model in Figure 1:  

 

Figure 1: Research Model 

Source: Processed data (2024) 

 

Based on Figure 1 conceptual framework, the following hypothesis is formulated: 

H1: Organizational support influences organizational commitment 

H2: Organizational support influences lecturer performance which is mediated by 

commitment 

H3: Organizational support influences lecturer performance which is mediated by lecturer 

commitment and certification as moderation. 

 
RESULTS AND DISCUSSION 

In this research, primary data was collected through distributing questionnaires to 
determine the characteristics of respondents. Based on the results of distributing 
questionnaires to 269 lecturers, it was found that 55.02% of the lecturers were male and 
44.98% of the lecturers were female. Most of the lecturers in this study were dominated 
by the age group 36 - 55 years. The educational level of lecturers is dominated by a 
master's background and 63.94% have worked for 6 - 15 years. The majority of lecturers 
have received lecturer certification for 10 years, with the functional position of assistant 
professor. Table 2 shows the characteristics of respondents as follows: 
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Table 2. Respondent Profile 

No 
Characteristics of 

Respondents 
Information Rate (%) 

1 Sex 
1. Man 55,02% 
2. Woman 44,98% 

2 Age 

1. 25 – 35 years 22,30% 
2. 36 – 45 years 36,06% 
3. 46 – 55 years 32,71% 
4. > 56 years old 8,92% 

3 Education Level 
1. Magister 82,90% 
2. Doktor 17,10% 

4 Years of service 

1. < 5 years old 13,75% 
2. 6 – 10 years 46,10% 
3. 11 – 15 years  17,84% 
4. 16 – 20 years 5,58% 
5. > 20 years old 16,73% 

5 Certification Period 1. 0 – 5 years  53,90% 
  2. 6 – 10 years 35,69% 
  3. 11 – 15 years  8,18% 
  4. 16 – 20 years 1,86% 
  5. > 20 years old 0,37% 

6 Functional 
1. Assistant Professor 
2. Associate Professor 

79,91% 
20,09% 

Source: Processed data (2024) 

Based on the analysis of the measurement model, and the calculation process that 
produces all indicators and variables, it shows that all validity and reliability requirements 
are met for further analysis. The reliability table has been fulfilled, as shown from the 
results of the analysis of all composite reliability and Cronbach's alpha value is greater 
than 0,7. (Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, 2017). This table also 
shows the Outer Loadings value for all variables. for the Organizational support variable 
measured by 3 indicators, the Outer Loadings value is between 0,941 – 0,960. While the 
Commitment variable measured by 3 indicators shows the Outer Loadings value 
between 0,785 – 0,934. While the certified lecturers variable measured by 3 indicators 
shows the Outer Loadings value between 0,906 – 0,946. The last variable, namely the 
Performance variable measured by 3 indicators, shows the Outer Loadings value 
between 0,902 – 0,968. Meanwhile, lecturer certification which moderates commitment 
and performance has a validity value of 2,439. These results follow the results of 
research conducted by several previous researchers, which showed that all variables 
measured by the indicators studied were outer loadings as in Figure 2. 
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Table 3. Outer Loading 

Indicators 
Certified 
Lecturers 

Commit
ment 

Moderating 
Effect 1 

Organizational 
Support 

Perform
ance 

Commitment * 
Certified Lecturers 

  2.439   

M1 0.906     

M2 0.946     

M3 0.929     

X1.1    0.941  

X1.2    0.960  

X1.3    0.957  

X2.1  0.934    

X2.2  0.785    

X2.3  0.916    

Z1     0.968 
Z2     0.946 
Z3         0.902 

Source: Processed data (2024) 

Based on the results of the study showing a convergent validity assessment, all 
AVE values passed the recommended threshold for acceptable validity of 0,5. (Hair, J. 
F., Hult, G. T. M., Ringle, C. M., & Sarstedt, 2017). This can be interpreted that all 
indicators and measures used to measure variables are following the specified threshold. 
The recapitulation of results can be seen in table 4 below: 

 
Table 4. Construct Reliability and Validity 

 

Variable 
Cronbach'

s Alpha 
rho_A 

Composite 
Reliability 

Average Variance 
Extracted (AVE) 

Certified Lecturers 0.919 0.923 0.949 0.860 

Commitment 0.853 0.876 0.912 0.775 

Moderating Effect 1 1.000 1.000 1.000 1.000 

Organizational 
Support 

0.949 0.950 0.967 0.908 

Performance 0.933 0.941 0.957 0.882 

Source: Processed data (2024) 

After testing the outer model that has met, then testing the inner model (structural 

model). The inner model can be seen by looking at the r-squared (reliability indicator) for 

the dependent construct and the t-statistical value of the path coefficient test (path 

coefficient). 
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Figure 1. The Graphics Sample Line should use a contrasting color 

Source: Processed data (2024) 

The higher the r-square value, the better the prediction model of the proposed 

research model is. The path coefficient value indicates the level of significance of the 

test hypothesis. Changes in the value of R2 are used to explain the effect of the 

exogenous latent variable on the endogenous variable, whether it has a substantive 

effect. R2 values of 0,75, 0,50, and 0,25 can be said that the model is strong, moderate, 

and weak. (Hair, J.F. Jr, Hult, G.T.M., Ringle, C. and Sarstedt, 2016). The higher the R2 

value, the better the prediction model of the proposed research model. Based on the r-

square value in Table 5 shows that organizational support affects Commitment 55,4%, 

and the remaining 44,6% is explained by other constructs outside the study. 

Organizational support has an effect on performance which is mediated by commitment 

by 48,3%, and the remaining 51.7% is explained by constructs other than those studied 

in this study. Based on the research results, it was found that organizational support has 

an influence on performance which is mediated by commitment and moderated by 

lecturer certification by 79,1%, and the remaining 20,9% was explained by constructs 

other than those examined in this research. 

 
Table 5. Measurement Model Test Result 

Variable R Square R Square Adjusted 

Commitment 0.554 0.552 

Performance 0.791 0.788 

Source: Processed data (2024) 

The significance of the predictive model in testing the structural model can be 
determined by examining the P-value. A P-value less than 0,05 or 5% indicates a 
significant relationship, while a P-value greater than 0,05 or 5% suggests a lack of 
significance. To assess the direction of the effect, one can refer to the Original Sample. 
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A positive value in the original sample indicates a positive direction of the effect, whereas 
a negative value suggests a negative direction. These assessments can be made by 
referring to the path coefficient table in the SmartPLS output, which shows the 
relationship between the independent variable and the dependent variable. 

 
Table 6. Hypothesis Testing Results 

Variable 
Original 
Sample 

Sample 
Mean 

Standard 
Deviation 

T 
Statistics 

P 
Values 

Conclusion 

Certified Lecturers -> 
Performance 

0.592 0.589 0.045 13.071 0.000 Supported 

Commitment -> 
Performance 

0.161 0.161 0.053 3.023 0.003 Supported 

Moderating Effect 1 -> 
Performance 

-0.070 -0.073 0.021 3.269 0.001 Supported 

Organizational Support 
-> Commitment 

0.744 0.742 0.041 18.011 0.000 Supported 

Organizational Support 
-> Performance 

0.088 0.092 0.039 2.272 0.024 Supported 

Organizational Support 
-> Commitment -> 
Performance 

0.483 0.480 0.068 7.080 0.000 Supported 

Source: Processed data (2024) 

 

Hypothesis 1 tests whether organizational support influences commitment. The 
results of the test indicate that the coefficient of organizational support has a positive 
influence on commitment with a value of 0.744 and a t-statistic of 18.011. The t-statistic 
is considered significant because it is greater than 1.96 with a p-value. 

Hypothesis 2 tests whether organizational support influences performance 
mediated by commitment. The results of the test show that the coefficient of 
organizational support has a positive influence on performance mediated by commitment 
with a value of 0.483 and a t-statistic of 7.080. The t-statistic is considered significant 
because it is greater than 1.96 with a p-value. 

Hypothesis 3 tests whether organizational support influences performance 
mediated by commitment and moderated by lecturer certification. The results of the test 
indicate that the coefficient of organizational support has a positive influence on 
performance mediated by commitment and moderated by lecturer certification with a 
value of 0.592 and a t-statistic of 13.071. The t-statistic is considered significant 
because it is greater than 1.96 with a p-value. 

Organizational support influences the commitment of lecturers in higher education 

institutions. These findings indicate that factors such as appreciation, recognition, 

attention, professional development opportunities, and a positive work environment have 

a positive impact on the level of lecturer commitment. In this context, higher education 

institutions need to establish clear and transparent mechanisms for recognizing lecturer 

performance. This can include structured performance evaluations, special project 

assignments, or annual awards for specific achievements. These mechanisms should 

be managed fairly and objectively. Additionally, involving lecturers in curriculum 

development is an important step to enhance their commitment. Lecturers can be invited 
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to participate in curriculum committees, design new programs, or provide input on 

necessary improvements to existing curricula. By feeling a sense of ownership in 

program development, lecturers are more likely to be committed to the institution. Higher 

education institutions can also strengthen lecturer engagement in strategic decision-

making. Lecturers can be invited to participate in meetings or forums that discuss 

institutional plans and objectives. A consultative approach to decision-making that 

impacts lecturers can also enhance their sense of ownership and commitment to the 

institution. To address the weakness in the indicator "The institution provides legal 

assistance," higher education institutions can offer legal counseling services to lecturers. 

This can include access to legal counselors who can assist lecturers with matters related 

to law, such as employment contracts or their rights and obligations. By providing this 

legal support and counseling, institutions can provide a sense of security and support to 

lecturers. (Ribeiro et al., 2020; Sopelana et al., 2021; Thirapatsakun & Jarutirasarn, 

2021; Thokoa et al., 2021) 

Commitment influences lecturer performance. This is based on the intrinsic 

motivation of lecturers to excel in their work. They feel committed to achieving 

institutional goals and making a positive impact on students and society. Furthermore, 

their attachment to the institution makes lecturers more loyal to the institution. They are 

more likely to stay within the institution and contribute to its growth and development 

continuously. Lecturer dedication and productivity are also influenced by their level of 

commitment. To enhance the influence of commitment, the Economics undergraduate 

program in a private university in Riau Province can take several steps. This includes 

providing career development facilities for lecturers by offering continuous training and 

development. This can include pedagogical training, research opportunities, and 

leadership development. Lecturers who perceive opportunities for continuous career 

development are more likely to be committed. Additionally, it is important to create a 

supportive work environment in the university. This includes ensuring comfortable 

facilities, mental and physical well-being support, and healthy work-life balance 

programs. Lecturers who feel supported will be more motivated to perform well. 

University leaders can also encourage collaboration and teamwork among lecturers, 

peers, and students. This collaboration can involve joint research, curriculum 

development, and innovative projects. Lecturers who feel engaged in positive 

collaborations are more likely to feel committed to the institution. Furthermore, it is 

important for university leaders to regularly provide recognition and appreciation to 

lecturers for their contributions and achievements. Awards, public recognition, or 

opportunities to share achievements with the academic community can strengthen 

lecturer commitment. (Hendryadi et al., 2019; Matthews et al., 2020; Vijayabanu et al., 

2017; Zakharova et al., 2022) 

Organizational support mediated by commitment with lecturer certification as a 

moderator is a variable that influences lecturer performance. This is because there are 

several factors supporting the interaction between these variables. Lecturer certification 

often has a positive impact on teaching quality. It can enhance lecturers' abilities to plan 

curricula, employ more effective teaching methods, and conduct better assessments. 

Higher teaching quality can contribute to overall lecturer performance. Furthermore, 

certification can empower lecturers and increase their confidence in performing their 

jobs. Feeling more skilled and qualified, they are more likely to be motivated and perform 

better. This can be a significant factor in the relationship between commitment and 
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performance. Lecturer certification often has a positive effect on their career 

development. Lecturers with better qualifications are more likely to have better access 

to promotion opportunities or higher ranks. This can be an additional incentive for them 

to perform better and maintain commitment to the institution. In some cases, lecturers 

will seek certification or additional training to enhance their qualifications. This can be 

triggered by their commitment to improving the quality of their teaching and research. 

Lecturers who are highly committed to self-development and improving their 

performance will seek relevant certifications related to their field of work. The 

commitment variable moderated by lecturer certification has a significant influence on 

lecturer performance because certification can be a key factor that strengthens the 

positive relationship between commitment and performance. To enhance the influence 

of commitment, the Economics undergraduate program in a private university in Riau 

Province should seek support for certification. In this regard, active support should be 

provided to lecturers pursuing certification or additional training. The university can 

provide access to resources, training materials, and scholarships for lecturers who want 

to enhance their qualifications. This will increase lecturers' motivation to acquire relevant 

certifications. Developing clear career plans in collaboration with lecturers to establish 

clear career plans that include certification goals and how they will contribute to their 

career development. This can help lecturers feel that their efforts to obtain certification 

are closely related to their commitment to the institution and their personal goals. 

Additionally, providing continuous training and development programs by organizing 

ongoing training and development programs that focus on improving lecturers' 

competencies. These programs can include workshops, seminars, and courses that 

address specific areas of expertise or teaching methodologies. By offering these 

opportunities, the university demonstrates its commitment to supporting lecturers in their 

professional growth, which can enhance their overall commitment to the institution. 

(Aguiar-Castillo et al., 2021; Aini et al., 2020; Al-Dalahmeh et al., 2020; Bizzi, 2023; 

Jamal et al., 2021; Masrur, 2021; Paramarta et al., 2020; Urick, 2020). 

In summary, organizational support plays a crucial role in influencing lecturer 
commitment in higher education institutions. Factors such as recognition, professional 
development opportunities, a positive work environment, and involvement in decision-
making contribute to higher levels of commitment. To enhance lecturer commitment, 
institutions should provide career development facilities, create a supportive work 
environment, offer recognition and appreciation, and support certification and continuous 
training programs. By focusing on these areas, the Economics undergraduate program 
at the private university in Riau Province can strengthen lecturer commitment and 
ultimately improve lecturer performance. 
 

CONCLUSION  
 Based on the analysis results, it can be concluded that organizational support has 

a significant influence on lecturer commitment in higher education institutions. Factors 

such as appreciation, recognition, attention, professional development opportunities, and 

a positive work environment play an important role in increasing the level of lecturer 

commitment. Therefore, universities need to establish clear and transparent 

mechanisms for recognizing lecturer performance, as well as involve them in curriculum 

development and strategic decision-making. Additionally, universities can enhance 

support for lecturers by providing legal counseling services, career development 

facilities, a supportive work environment, and promoting collaboration among lecturers, 
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peers, and students. Lecturer commitment also has an influence on their performance, 

as intrinsic motivation and attachment to the university drive higher dedication and 

productivity. Lecturer certification can also moderate the relationship between 

commitment and performance by improving teaching quality, empowering and building 

confidence, and providing career development opportunities. Therefore, to enhance the 

influence of commitment, the steps that can be taken include providing active support to 

lecturers pursuing certification, developing clear career plans, organizing continuous 

training and development programs, and providing recognition and appreciation to 

lecturers who achieve certification or specific accomplishments. By increasing lecturer 

commitment, universities can positively impact lecturer performance and better achieve 

institutional goals. 
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