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Abstract:

The research purposes are to verify and analytiageffects of work environment and developed extiect
toward profession responsibility and lecturers wmaiton in Private Universities of East Java. Redear
population taken from whole private universitiestigers of East Java. Research sampling are 14#des of
foundation and 57 hired lecturers (DpK) which tak®nusing multi stage sampling. Analysis technigise
Structural Equation Model with computer aided saftsvof AMOS 20. The result of the research expihat
are : (1) Work environment have effect toward leetyprofession responsibility; (2) developed exptoh have
effect toward lecturer profession responsibility) (vork environment have effect toward lecturer iradton ;
(4) developed expectation have effect toward lectumotivation, (5) profession responsibility haviéeet
toward lecturer motivation.
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1. Introduction

Human qualities that required by Indonesian in filtere are capable facing tightest competition wither
nations in the world. Indonesia's human qualitieedpced through quality education implementation by
professional educators.

Act No. 14 of 2005 on Teachers and Lecturers cosfi that docent oblige to have academic
qualifications, competence, educator certificateysical and spiritual health, and meet other gicalifons that
demanded higher education unit in charge of theeplas well as having ability to achieve natiordation
goals.

Recognition faculty position as a professionaloedor is a renewal in the implementation of theidiel
Education System considers a various of legislatiotihe field of staffing education, labor, finan@nd Local
Government. Granting certification of educators fecturers conducted through certification by cdaesing
portfolio assessment educational experience arghrels as well as academic or other professionalitas
obtained for duty. It is based on consideratiort thaturer as professional educators and scientigés the
acquisition of the experience is an integral pathe process of lecturer competence establishm&m¢aching
agent.

Other settings of the lecturers are certificafionlecturers who have not met academic qualiforatibut
have structural positions, equivalence betweenhtagcexperiences with cumulative credit score, &l as
lecturer age restrictions functional-based. Thidigalar arrangement is based on consideration dtviate the
dedication lecturer in performing professional dsitas an educator and scientist dignified.

Profession is a job or career that is expertigmar service with a high degree of accuracy fer uker
happiness based on prevailing norms (LPTK, 2004TBg existence of a profession regulated in acoure
with the rules or certain norms called by the cofiprofession conduct. Ethics is an bad and gosdsssnent of
the relationship between humans. Code of Conduetgaidelines of value substance and morally shall b
understood to be a guide for someone in perforninafessional duties in particular and life in gexter
(Barnadin, 2002).

Lately, the profession ethics began to be questipespecially educator profession. Koesoema (2807:
describes the school and the teacher is no longivied and trusted as educators and teachers: Hiséis
already replaced with tutoring institutions. Accogito him, the phenomenon of tutoring institutiaisschool,
the student's interests have been manipulatedhéosake of others, especially for business inteR¥sfessional
ethics pawned for the sake of money. Task of ethigaind teaching is the right and duty becomes aomoly
of a teacher. When the task was handed over bysottko do not have authority of the professionnthe
professional ethics began not on the track. In thise the task of educating and teaching teaclwrgame
professionally.

The such cases is one of the impacts of increlgsragid social change. These changes give a ciy#le
that emerge values shift in society that bringisras values sometimes. Therefore, it is importanimprove
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education, because education is basically involmésgral formation of character, attitude and peadity.
Education is not only aimed at generating persaeedlintelligent and skilled, but also virtuous erdike Ki
Hajar Dewantara (Hanum, 2002: 6) message. Withoutlgng with personal integrity, intelligence ardlls
likely to be abused.

Misappropriation of profession ethics as a fornugprofessional behavior. In this case one or ggifa
behavior who employ professional ethics misappadjun do not already have a personal integrity taet be
accounted for. Professional development effortsewet being carried out only due to certain intedsor that,
it is very easy for them to pawn professional ethigth something more attractive to them. Profesgiedicate
as a lecturer at this time to get the attentioa wéry large, in which chance or good and valuablgortunity for
them to obtain a teaching certificate, it is a iegent to get a professional allowance lecturesg®nsibility to
profession consciously or not today lecturers amed with a paradigm changes from previous conpetis
more Physical Asset towards a Knowledge Based Ctitigpe paradigm. The paradigm change requires
efficiency and effectiveness in resources utilmatior lecturers as changing and renewal agertiaothey can
compete and have a competitive advantage. Staimlizeesources as Intellectual Capital make lectarest be
followed by the development and renewal of the bdjpi@s and expertise possessed so that theyldecamd
sensitive to the direction of the change. It iglgasli Jalal (2007: 1) that qualified educatiohighly depend on
the existence of qualified teachers that is pradesd teachers who prosperous and dignified. Tloeegfthe
existence of qualified teachers is an absolute ireopent presence of systems and practices of dlif
education. Profession responsibility of lecturell affect his or her motivation, the finding reselarconducted
by Sergiovanni (in Mantja, 2002) suggested an aptomteacher professionalism post-certificatioodt be a
motivation for teachers to continuously make selffiovements in order to improve competence.

Based on above discussion, government has beetdimg a wide range of facilities to increase the
presence of lecturers to be able to increase Higioprofessional responsibility as educators eadters. Many
facilities have not been utilized yet by lecturersluding funding research, community service acidotarship
for further studies to a higher level. This coratitindicates that the weakness of the motivatiotheflecturers.
Based Kopertis Directory region VII which is numbef Private Universities lecturers as coordination
management of Kopertis region VII in 2009 amourtte825 Private Universities consists of 16.522 déseas
seen in the following table:

Table 1. Total of Private University Lecturers GfdE Java academic position-based

Academic position
No | Year | Docent Expert Lector Chief of | Professor| Total
assistant Lector
1 2006 | 3.856 2.847 2.801 1.42( 142 11.036
2 2007 | 5.153 2.974 2.850 1.437 145 12.559
3 2008 | 7.521 3.140 3.005 1.627 177 15.467
4 2009 | 8.454 3.142 3.104 1.644 177 16.522
Source: EPSBED Dikti Depdiknas, Processed (2009).

Lecturers motivation inseparable from its assamiatvith responsibility of his or her profession as
lecturer. This is reflected in the academic posgideld lecturers still not support operationaiirapm plan of
Private Universities. Researchers believe ther@anelems on professional responsibility and mdibra

This research intended to reveal and analyzefthete of work environment and developed expeatatio
toward profession responsibility and lecturer mation of Private Universities in East Java. Whiésearch
objectives to be achieved in this study are tofyesind analyze the effects of work environment tava
profession responsibility; the effect of developgectations toward profession responsibility; éffect of
work environment to motivation; the effect of deygdd expectations to motivation; and the effeqirofession
responsibility to lecturers motivation.

2. Literature Review, Hypothesis, and Research M odel

2.1. Literature Review

2.1.1. Work Environment

Fisher and Fraser (1990) stated that improving wemkironment quality can be made more effective in
providing a better process performance. Accordiagh@al and colleagues (1999) identified three aspeft
psychosocial environment that determine an empl@géormance of organization. These three aspeets a
work level to performance, to employee wishes, godd relationships with fellow employees. They also
suggest that organizational interventions thatease the sense of satisfaction to be able to biyah@&zational
performance. The factors used to measure work @mvient as follows: (1) closest working environmant
superior, (2) organization actions through the enptntation of the reward system, and (3) orgamiaadiction
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using culture organization.

2.1.2. Developed Expectation

Expectancy Theory proposed by Victor Vroom statest the force that motivates someone to work hard i

doing his job depends on interrelationship betwebat he wants and what he needed from resultsabfbrk,

how big he is confident the company will provide §patification for his desire as a reward for dpbusiness.

The fact that he hoped is big enough to obtairsfatiion, then he will work hard as well, and ottise. Three

expectations presented in this theory are: 1) Bepey, 2) Valence, and 3) Instrumentality. Expecyanheory,

will be used in the research theoretical basisdahadrson has motivation for having expectationsetachieved.
Equity Theory: In this theory equity as the driyiforce that motivates the work spirit of a perdarthis

case the employer must act fairly to all subordinatssessment and recognition about subordirtad@avior

should be done objectively not based on likes slikdis. Compensation should be based on objectidefair

assessment. Luthans (2002) stated that the sermseqoiity will appear when people feel accept titgorof the

results of its performance compared to input resskiis smaller, and or also by comparing ratio rexgkiby

colleagues is relative unequal level, or inequitgse can be described by the following formula:

Person's outcome < Other's outcome

Or Person's inputs > Other's input

However, when ratio acceptance felt equivalent fgme

Person's Outcome _ Other's Outcome
Person's Input Other's Input

Then employees tend to feel treated fairly. Theitgaheory derived from cognitive dissonance theand
exchange theory, from Leon Festinger who affectleyge satisfaction.

2.1.3. Profession Responsibility

Simply profession can be interpreted as a job sitipm a person does fit his skills (expertise)isTiheans that a
job or position must be done by person who areadirdrained and prepared to perform a specific jplmther
words, profession is closely related to the speg¢db quality standardized and can be a sourceczfme in
accordance with professionalism awarding. In refatio the professionalism, the profession is a ipubl
recognition of the characteristics of the work that certain characteristics. These characteridéosonstrate
expertise concerned with knowledge based on the ocbethics and emphasis on public service. Furibes,
Indra Jati Sidi (2004) explains that professionrabteristics including teaching profession that iatellectual
abilities gained through education, have specititinaknowledge, have practical knowledge that canubed
directly by other or clients, have a working techugés that can be communicated, has capacity tmiaegavork
independently or self-organization, concerned With other’s interests, has a code of ethics, haweti®ns and
community responsibility, has a wage system anfepsional culture.

In this regard, Wardiman Djojonegoro (Digutenfi®04) states that a professional in a position rkvi®
determined by three important factors, namely: bpscial expertise that is prepared with expertisd a
specialization education programs, ability to immrathe capabilities (skills and expertise) that teras,
adequate income as reward for its special experfiserefore, fundamental things that should be rtsided
associated with profession is concern on the wisdwnidevotion based on the expertise for the beruffit
learners. Thus the statement that arises is lectlready optimum in performing their duties asfessional
educators?

In the academic context, professional emphasishenmastery of science or management capabilities
along with strategy implementation (Hasan, 2003)rtiiermore Maister in Hasan (2003) suggested that
professional is not just knowledge of technologgl ammnagement but also an attitude. Professionaldement
beyond a technician, which not only has a highl kit also has a behavior (code of conduct) areired. On
the basis of the above opinion, it can be conclutlatiprofession is a special intellectual skiltgj@ired through
specific education, have competence standard egaints, have a code of conduct in the field, asitdiQ
service (social-societal) and a source of incoragithrecognized by the government and society.

2.1.4. Motivation

Definition of motivation according to Beck (19909D) said "Need for achievement as desire or tendenc
overcome obstacles, to exercise power, to strivéotgsomething difficult, as well and as quicklyentening as
possible". (Motivation is closely related to indlual’'s desire to overcome obstacles, strengthitrgjrwhich is
difficult to do something well, fast, with excelleresults). With the explanation is obvious thhg lecturer has
a high motivation, he or she was able to overcoifieuties arising from any learning process facédth in
the classroom and in their environment. Lindgrenniop as quoted Sri Mulyani Martaniah (1984: 7),
"Motivation is the drive to overcome obstacles amaintain high quality work, competitive through ats to

14



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) ‘-'—.i.l
Vol.7, No.18, 2015 IIS E

exceed past actions and to outperform others". [Pedpo have high motivation, tend to have high @erice in
the self, has responsibility and expect concresaltef his or her efforts, such as active in s¢raal in the
community as well as tenacious in his or her INaturally, motivation is closely related to lecttsedesire to
engage in the learning process. Motivation is veegessary for the creation of the learning proceshe
classroom effectively. Motivation has a very impamitt role in the learning process, both processrasdlts
achievement.

Based on these statements, then definition of vatidin is the urge to reach highest learning level
achievement and aim to succeed in competition sotine measure of previous achievements successtzrd o
achievements. According to McClelland's theory eéds expressed by David McClelland and colleadtias.
theory addresses three needs: achievement (achéevenraffiliation (linkage), and power (power) (Ruis,
2001: 173). The need for achievement (achievemesd), is the urge to surpass, excel in connectitin avset
of standard grapple for success. High successndisshing characteristic of them with others. The
characteristics of highly motivated employees byQiétland (1987) in Mangkunagara (2002: 68): Having
personal responsibility; Dare to take risks; Hawealistic goals; Having a thorough work plan; Utilig
feedback; Looking for an opportunity to realize gregrammed plan.

The need for power is the desire to have an impaftience and control others. Individuals who ahee
high power: would love bears responsibility; attéimgp to influence others; prefer challenging jobend to
oriented status; need for affiliation. With regaodthe factors that affect motivation, accordingzbierg (1987:
99) that affect motivation: intrinsic factors indier achievement, recognition, competence, respiihsilbvork
itself; growth; and progress.

2.2. Hypotheses

1. Work environment have significant effect onfpesion responsibility lecturers at private uniiérs in
East Java.

2. Developed expectations have significantly effec profession responsibility lecturers at private
universities in East Java.

3. Work environment have significant effect ontlgers motivation at private universities in Eastal

4, Developed expectation have significant effectezturers motivation at private universities esEJava.

5 Profession responsibility have significant effen lecturers motivation at private universitiasEast
Java.

2.3. Research Model
Based on the theories and empirical studies that baen conducted, the research framework canrbretbas
seen in Figure 1.

X 1.1 Physical Environment Institutional

Social Environment

Work
environment
Developed
expectation

Figure 1. Research Model

Profession
responsibility

N

Expectancy Y..1 Need for Achievement

Need for Powe

Instrumentality eed for Affiliation

3. Research Methods

3.1. Study Design

This research uses a causal design, as it aime&sure the causal relationship between severalblas that
are : work environment and developed expectatiavatd profession responsibility and lecturer mofivat
Type classified as explanatory research studyt esplains the causal relationships between vagtirough
hypothesis testing. The method used is a survepadebecause the information collected from respotse
using questionnaires and data obtained from thepkeaon the population to represent the entire patmri
(Singarimbun and Effendi, 1989: 3-5).
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3.2. Population and Sample

Population and sample in this study are all futigilecturer with the status of permanent lectuvéfeundations
and remain employed at private universities. Theypopulation of 16.572 full-time lecturers whicbnsists of
14.997 permanent lecturers are appointed by foiomaand 1.575 permanent lecturers are appointethdy
government (Dpk). The sample used in this studyev@80 lecturers consists of 143 permanent docembsane
appointed by the foundation and 57 permanent doasmtappointed as civil servants employed in peivat
universities in East Java.

3.3. Sampling techniques and Large Sample

Sampling techniques that used is Multi Stage Samgpis sampling that conducted through certain stage
(Cooper and Emory, 1995: 241). Samples number téloam 200 people because researchers will analymes
data with statistical methods, especially usingi@tral Equation Modeling (SEM), which accordingHair et

al. that the appropriate sample size is between-WD. If the sample is too large for example nitvan 400,
then method becomes very sensitive so make icdlffto obtain goodness-of-fit measures. Hair esafgest
that minimum sample size is between 5 observafioneach estimated parameter (in Ferdinand, 2002jhe
250 questionnaires sent back 220 after it was wseldaken 200 for analyzed. The sample distributimmprised

57 full-time hired lecturers and 143 permanentoofrifdations.

3.4. Definition of Operational and Variables Measurement

Exogenous variables in this study consists of: Wenkironment (X), consists of two indicators, namely;
physical environment (%) and social environment (X%); Developed expectations £)X consists of three
indicators, namely: Expectancy {; Valence (%.); Instrumentality (% 3).

Endogenous variable that acts as an interveninghlaris profession responsibility ()Ywhich consists of two
indicators as follows: Institutional ¢Y); Personal (Y»).

Endogenous variables is the motivation which cdssié three indicators as follows: need for achiegat
(Y2.0); need for power (¥,); need for affiliation (¥.3).

3.5. Research Instrument and Data Collecting Technique

This study used a questionnaire as the main ingintiand measurement Likert scale with responsermgpfrom
strongly disagree to strongly agree with ratingsrfrl-5. The questionnaire used in this study tosmeafive
variables of the study.

Data collecting technique used in this study wagiestionnaire. The research data will be colletied
spreading questionnaire designed in accordancethdtpurpose of the research faculty of privateversities
selected as the study sample. Furthermore, to rolgamore in-depth information in this study wasoals
conducted interviews with selected respondents.

3.6. Techniques Data Analysis

To achieve the research objective, data obtaindldbeiprocessed in accordance with analysis need tle
purposes of discussion, the data is processed raséiged based on the principles of descriptiviistts. For
the purposes of analysis and hypothesis testing inderential statistical approach. The analysthiggque used
to answer this hypothesis using Structural Equatlodel (SEM).

SEM is a set of statistical techniques that alltesting of a relatively complex set relationship
simultaneously. The steps of the structural equatiodeling (SEM) formation are (1) Development offi@ory-
based model (2) Development of path diagram (3v€drpath diagram into equation (4) Select the impatrix
and model estimation (5) Possibility emergencehaf problem identification and (6) Criteria evaloatiof
goodness-of-fit.

4. Result and Discussion
4.1. Description of descriptive statistics
Descriptive statistics processing results showatkan value of working environment variable as 4,02an
be concluded that on average respondents were sdnfgm the study have a good working environment.
Statement item that have highest assessment isti®ehip among lecturers very good" and the statgm
items " Intertwined harmonious communication witte tleaders" with an average score of each 4.140 and
category A (Agree), meaning that private univegsitilocents in East Java judge agreed that relhipirger-
lecturers and among lecturers and superior are gnddntertwined harmonious communication.

Descriptive statistics processing results showatkan value of developed expectation variable @814.
it can be concluded that on average respondente wampled from the study have a good developed
expectations. In the largest dimension expectanegmtontained in the third indicator is get oppatiuand
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development lectureship with a mean of 4.225. inldrgest mean dimension of instrumentally consigtvo
indicators that are skills development opportusitiend self-quality as a lecturer with a mean o#3.0n the
largest mean valence dimension on the second toditiaat is high productivity of lecturers with aeem of
4.010. Overall indicators of developed expectatidhe lowest mean value is indicators of compeosagind
rewards gained in the workplace. A low value onabpects of compensation and rewards obtainedigedaby
several things. First compensation intensity andrdw earned itself held in each private universidiee varies.
But in general, compensation and rewards such amsqiion, development expertise held in each private
university is varied widely.

Descriptive statistics processing results showntlean values of professional responsibility vagahbf
4.01, it can be concluded that on average the nelgts have a good profession responsibility. Itetagement
that has highest assessment is "Providing educdéanhing, guidance in the lecture hall" with &mrage score
of 4.24 and category SA (strongly agree), meanhag tecturers of private universities in East Jawdge
strongly agree that they have a responsibilitydotinue providing education, teaching, guidancéhmlecture
hall.
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Descriptive statistics processing results showaabtivation mean value of 3.821, it was concludesl t
average respondent has a good motivation. Stateiteentthat has the highest assessment is "Pridentmc
professional educators" with an average score 82 4nd category SS (strongly agree), meaning that t
lecturers of private universities in East Java gudtyongly agree that they have motivation andepare very
high to become a professional educator.

4.2. Significance Testing
The results of the analysis of structural equatmdeling with AMOS 20 are presented in the follogvfigure:
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p value =.000
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GFlI =.864

AGFI =.750

CFI = .886

TLI =.829

RMSEA =.139

Figure 2. Estimation Result of SEM Model
The results of goodness of fit index value caldotagenerated is as follows

Table 2. Goodness of fit value

Criteria Result Standard Result
Prob. X 0,000 | =0,05 Not good
Cmin/DF 4,862 | <2,00/2-3 Not good
RMSEA 0,139 | <0,08 Not good
GFI 0,864 | =0,90 Marginal
AGFI 0,750 | =>0,90 Not good
TLI 0,829 | >0,90 Marginal
CFlI 0,886 | =0,90 Marginal

Source: data processed by AMOS 20
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The calculation results show the suitability eidemodel have not provided sufficient appropritgex
than recommended, so that the model needs to bédiedodviodel modification in SEM done with the het
modification indices. Modified in SEM models pretahin the figure below:
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b Work 25 Profession -
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65 -86\\*Y23 Need for AffiliationY 23 g2 (610
. N

.66
@_.
.67
@_P

X, ValenceX,, Valence
2.2 1!@

Developed
/ expectation

X 2.3 InstrumentalityX .3 |‘ a2

GOODNESS OF FIT
Chi-square =67.681

p value =.000
Cmin/df =2.503
GFI =.942
AGFI =.882
CFI =.960
TLI =.934
RMSEA =.087

Figure 3. Estimation result of SEM Model Modifiaati
The results of calculation of goodness of fit indekues generated as follows:

Table 3. Goodness of fit value (modification model)

Criteria Result Standard Result
Prob. X 0,000 | >0,05 Not good
Cmin/DF 2,503 | <2,00/2-3 good
RMSEA 0,087 | <0,08 Marginal
GFI 0,942 | =0,90 Good
AGFI 0,882 | =0,90 Marginal
TLI 0,934 | >0,90 Good
CFlI 0,960 | >0,90 Good

Source: data processed by AMOS 20

The results show suitability criteria model alngagrovides sufficient appropriate index than
recommended. Referring to the opinion Solimun (300Rich states based on the rule of parsimony i$tnad
models fit the criteria are met then the model basn declared fit. Of the various indices confoynmtodel
(goodness of fit), we can conclude that the modeppsed modification is fit or have a pretty goaitability
filed already fit or have a fairly good conformity.

Furthermore, we will be testing the hypothesiotigh the Standardized Regression Weight structural
equation models:

Table 4. Causality test Regression Weight

Path B P
Work environment > Profession responsibility 0,252 0,002
Developed expectation > 0,500 0,000
Work environment > Motivation 0,202 0,017
Developed expectation > 0,269 0,004
Profession responsibility => | Motivation 0,490 0,000

Source: data processed by AMOS 20
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4.3. Discussion

4.3.1. The effect of Work Environment toward lecturer @ssion responsible

The results of research and testing by using SEM AWMOS software 20 showed there is positive effaud

significant of work environment toward professiagsponsibility. This means better work environmehtao
lecturer so higher his or her profession respoligibConversely worst work environment a lectuiteso lower

his or her profession responsibility.

Descriptive results show that work environmentadecturer who become a sample of this study more
determined by individu who have large loading fadiwat is relationship inter-docents are bettepesior
always managing good communication relationshifn Wtturer and cooperation inter-lecturers is gendugh.
Such condition will realized self-lecturer then dsnperform Tri Dharma of Higher Education.

The result of this study support the theories apéhions of Creemer et al. (1989) that the work
environment as one of the determiner factors éffeness of an organization that includes physinalrenment
and social environment. Similarly, supports Fishad Fraser theory (1990) which states that impgphre
quality of the work environment can be made morfectife in providing better performance process tha
consists of the good relationship inter-lecturatgyerior has always maintained communication watiips
with lecturer and cooperation among lecturers leigbugh. These factors are very important belorggyléxturer
be able to implement the Tri Dharma of Higher Ediotagood.

4.3.2. The Effect of developed expectations toward lectprefession responsibility

The yield of study and testing by using SEM with B Software 20 showed there is positive effect and
significant developed expectations toward lectupgagession responsibility of private universitiasEast Java.
This means that higher developed expectations décturer, it will be better profession responsiiili
Conversely, lower developed expectations of lecfuhen worse his or her profession responsibilitith this
result, the research hypothesis is accepted txitior H. Vroom (in Hasibuan, 2001) states that thece that
motivates someone to work hard in doing his orjbbrdepends on interrelationship between what thagt
and needed from the results of that work. The tlaat he or she hoped big enough to obtain satisfacthen
someone will work hard as well, and otherwiseetftiirers get opportunity and developing his cafgsror her
job satisfaction is achieved as well as opportutetydevelop skills and qualities that will incredsis or her
profession responsibilities.

4.3.3. The effect of work environment toward lecturer naation
Results of research and testing by using SEM withQS software 20 showed there is positive effect and
significant work environment toward motivation thavate universities lecturer motivation in EasvalaThis
means better work environment then better motivatiba lecturer. Conversely the worst work enviremtwill
be worse motivation.

This research hypothesis accepted the truth. fidsearch yield get along with research done by Mc.
Clelland (1958) that achievement motive developedhfindividual interaction with his or her enviroant that
is through learning and experience process. Sceaetiient motive development determined by quantity a
quality of learning. This study also support Wintbg§2003) opinion that work climate development ehee
participation and empowerment from each componérgooial system. It being important implication e
considered in order to developing elementary teactmivation model improvement.

4.3.4. The Effect of developed expectations toward lectovetivation

Result of the research and testing by using SEMwsha positive effect and significant of developed
expectations of motivation. This means that highereloped expectations desired by lecturers, tlgdmeh his

or her motivation. Conversely lower his or her deped expectations then lower his or her motivatifith
this result, the research hypothesis is accepdrtith. Motivation developed by Mc. Clelland (imditner and
Kenicki, 2003) explains from three individual mattion is motivation to get highest achievementividdials
with motivation is characterized by a high impuiselways work with full calculation of risk, runchallenging
task, set little goals in his ability, emphasiziagk requires personal responsibility and have@ngturge to
immediately know the real result of his actions.

4.3.5. The effect of profession responsibility toward ieer motivation
The Results of research and testing by using SEdvstihere is positive effect and significant onfession
responsibility toward motivation of private univigiess lecturer in East Java. This means that higiefession
responsibilities of a teacher, so it higher motivatof lecturer. Otherwise lower profession resiaitis/ of a
lecturer, so that lower motivation of a lecturerittithis result, the research hypothesis is acckjpteh.

The results of this research in line with the hssaf previous studies conducted by Agus Dairo @ek
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(2008) that the learning outcomes of HRM can berawed if motivation is higher; students' percepsidoward
ability of good teaching docent and student atétutbward HRM courses are also increasingly p@siither
individually or jointly.

5. Conclusion and Future Resear ch
Based on the analysis and hypothesis testing timtbken done and the goals to be achieved frorarobset
can be concluded as follows:

1. Work environment have significant effect towardfession responsibility on private universitiesturer
in East Java.

2. Developed expectations have significant efteetard profession responsibility on private univiges
lecturer in East Java.

3. Work environment have significant effect towandtivation on private universities lecturer in Edava.

4. Developed expectations have significant effestard motivation on private universities lectumeiEast
Java.

5. Profession responsibility have significant effeward motivation on private universities leetuin East
Java.

6. Profession responsibility variabel have highsggnificant effect toward lecturer motivation, the

followed developed expectation and work environmenhile highly dominant variable toward

profession responsibility is developed expectatidlowed work environment.

The results of this research in general can becladad that there is significant effect from work
environment and developed expectation toward psafasresponsibility of Private Universities lectuie East
Java. While work environment and developed expectatiso have significant effect on the lecturettisraiion
of Private universities in East Java. For privatéversities, is necessary to plan programs thatiocgrove
lecturers motivation that is by carrying out leetusocialization training on motivational, in adilit to required
provision of infrastructure and support always depmg to support motivation. For lecturers, neaegto plan
clearly motivation in accordance with professiosp@nsibility entrusted, needs to be improved imgeiof
professional responsibility is to provide facilgiand coordinate the activities and work of thefgssion, need
to be improved in terms of faculty motivation iséncourage professors who dislike activities thatrautines,
just look for activity as a professional educatand lecturer needs and always develop themselvesgh
activities that result in high productivity, to ddep skills and qualities as well as to obtain gpedormance.

For Kopertis Region VIl East Java, should alwaymitor activities related to faculty workload than
support the improvement of profession responsjbditd motivation lecturer; also need to pursueastfucture
that can facilitate the development of organizatlobpehavior models to increase motivation of preifesal
responsibility and lecturers; and necessary to nsaalized about rules of professional resporigibdnd
motivation lecturer.

Suggestions for Future Research, need to emplsyreey to get the precision number of permanent
faculty of foundations and hired faculty (Dpk) @&spondents in order to determine sample can bentietx
with precision. In addition, further research i®ded on other variables that affect professionarsipility and
lecturer motivation beyond variables that examimedhis study for example: variable integrity, kredge
management.
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