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INTRODUCTION 

The quality of vocational education is greatly influenced by the role that instructors play in 

polytechnic institutions (Schneider & Pilz, 2019). To enable students to succeed in rapidly changing 

industries, lecturers must convey not only knowledge but also practical skills (Ni & Wang, 2022). 

Polytechnic lecturers are therefore at the forefront of equipping students with the competencies 

required to meet industry demands (Otache, 2022). Given this critical role, the performance and 

competence of lecturers at these institutions directly affect the quality of education provided (Soares 

& Lopes, 2020). The increasing demand for highly competent graduates has underscored the need 

for polytechnic institutions to focus on enhancing lecturer performance as a key strategy for 

improving educational outcomes (Abboh et al., 2024). 

Vocational education, by its nature, requires lecturers who are not only knowledgeable but 

also proficient in translating theoretical concepts into practical applications. Research by Komaro et 

al. (2022) and Fraser et al., (2019) demonstrates that polytechnic lecturers have roles that differ from 

those of lecturers at traditional academic institutions because of their dual responsibilities. These 
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Despite the critical role of polytechnic lecturers in vocational education, 

empirical evidence remains limited regarding how organizational support 

translates into improved lecturer performance through competence and 

motivation. This study addresses this gap by examining a moderated 

mediation model linking organizational support, lecturer competence, 

motivation, and performance. A quantitative correlational design was 

employed involving 185 lecturers from private polytechnics across various 

technical disciplines in Indonesia. Data were analyzed using Partial Least 

Squares Structural Equation Modeling (PLS-SEM). The findings indicate that 

organizational support significantly enhances lecturer competence (β = 0.45, 

p < 0.001), while competence strongly predicts lecturer performance (β = 

0.50, p < 0.001). Competence fully mediates the relationship between 

organizational support and performance (β = 0.23, p < 0.01), whereas 

motivation significantly strengthens the competence–performance 

relationship (β = 0.22, p < 0.01), supporting the proposed moderated 

mediation model. These findings provide novel evidence that sustainable 

lecturer performance depends not only on organizational support but also on 

competence development and motivational conditions. The study contributes 

to organizational support theory within vocational higher education and offers 

practical guidance for designing competence-centered professional 

development and motivation-enhancing strategies to improve lecturer 

effectiveness. 
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dual demands have been further emphasized in recent studies by Mahajne and Alhuzail (2023), 

Herijanto et al. (2023), and Davidovitch and Wadmany (2021).  

Therefore, the importance of lecturer competence in vocational education is widely 

acknowledged. However, a critical gap exists in understanding the mechanisms through which 

institutions can systematically develop and sustain this competency. Many polytechnic institutions 

still struggle to maintain consistency in lecturer performance, suggesting that traditional support 

approaches may be insufficient or misaligned with the unique demands of vocational contexts. 

Organizational support is defined as the extent to which an institution values its employees’ 

contributions and cares about their well-being (Sun, 2019). It entails providing the necessary 

resources, fostering a positive work environment, and supporting staff members, as documented by 

Sabir et al. (2022) and Chen et al. (2020) in their respective organizational studies. The importance 

of organizational support in improving employee performance has been well documented across 

various industries. Research conducted by Prysmakova and Lallatin (2023) and Sungu et al. (2019) 

indicates that employees who perceive high levels of organizational support are more likely to 

perform well, remain motivated, and experience greater job satisfaction.  

Despite this established relationship in general organizational contexts, three critical 

limitations characterize the existing literature. First, prior research has predominantly focused on the 

corporate and service sectors. Studies conducted by Y. Lv et al. (2022) and Bell and Liu (2019) 

reveal limited evidence from educational settings. This limitation has been further confirmed by (L. 

Lv (2020) and Sarastuen (2020), whose work demonstrates insufficient attention to vocational 

institutions specifically. Second, existing studies typically examine direct relationships between 

organizational support and performance. As noted by Yücel et al. (2020), these studies overlook 

mediating mechanisms, such as competence development, through which organizational support 

translates into improved outcomes. This oversight obscures our understanding of the transformative 

processes linking support to effectiveness. Third, the conditional nature of these relationships 

remains underexplored. Individual factors, such as motivation, may significantly alter how 

organizational support influences lecturers' effectiveness, yet empirical investigation of these 

boundary conditions remains limited.   

The polytechnic education sector faces unique challenges that differentiate it from other 

educational environments. According to Behluli et al. (2022) and Fearon et al. (2020), these 

difficulties include the need to produce graduates who can enter the workforce immediately, the need 

for current technological expertise, and rapidly changing industry standards. While these challenges 

amplify the importance of organizational support in improving lecturer performance, existing 

research has not adequately addressed how such support can be strategically leveraged to enhance 

lecturers' competence in vocational education settings. This represents a significant gap, as the dual 

technical and pedagogical demands on polytechnic lecturers suggest that generic support models may 

be inadequate. 

Moreover, current research assumes a relatively uniform effect of organizational support on 

performance, neglecting the possibility that individual differences may moderate this relationship. 

The degree to which organizational support results in better performance may vary depending on 

individual circumstances, such as lecturer motivation (Hilal et al., 2023). Motivation is a crucial 

determinant of employee behavior and performance, particularly in educational settings where 

ongoing professional development and the ability to adapt to new teaching practices are essential. 

This has been demonstrated across multiple studies, including Gagné and Deci (2005), Van den 

Broeck et al. (2021), and Wang et al. (2020).  

However, no empirical studies have examined motivation as a boundary condition that 

determines when and for whom organizational support is most effective in the polytechnic context. 

This oversight limits our understanding of how institutions can tailor support strategies to maximize 

impact across diverse lecturer profiles. Many factors might affect lecturers' motivation, including 

internal and external rewards, opportunities for professional growth, and the overall work 

environment (Ryan & Deci, 2020). Sustaining a high level of motivation is essential for continued 

performance in polytechnic institutions, where lecturers are held to high standards. Organizational 

support can play a significant role in fostering this motivation. However,  existing literature provides 

contradictory findings on whether support directly enhances motivation or whether motivated 
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individuals are simply better positioned to leverage available support, as noted by  Hilal et al. (2023) 

and Kumarasamy et al. (2022). Therefore, creating successful support strategies requires awareness 

of the moderating role of motivation in the relationship between organizational support and lecturer 

performance, an area that remains empirically unvalidated in vocational education research. 

The concept of competence in vocational education is multidimensional, encompassing 

technical proficiency, pedagogical knowledge, and the ability to engage effectively with industry 

partners (Antera, 2021; Dupak, 2022). Research by de Vasconcellos et al. (2019) suggests that these 

competence dimensions can be shaped by organizational support through professional development 

opportunities, industry engagement initiatives, and a work environment that encourages creativity in 

teaching practices.  

However, within the polytechnic context, empirical evidence explaining the mechanisms 

through which organizational support influences these various dimensions of competence remains 

limited. Most previous studies have treated competence as a static attribute rather than as a 

developmental outcome shaped by institutional interventions, thereby obscuring the processes 

linking organizational support to the enhancement of lecturer effectiveness. The need to align 

educational outcomes with the demands of the global economy has become increasingly urgent. In 

the polytechnic context, this alignment requires producing graduates with industry-relevant technical 

skills and ensuring that lecturers are capable of delivering high-quality instruction (Abboh et al., 

2024; Yusof et al., 2023).  

Consequently, lecturers' competence and performance are central to polytechnic institutions' 

ability to support the education-to-employment pathway. However, research on the specific 

organizational conditions that foster lecturer competence in polytechnics remains limited and 

fragmented. Studies by Y. Lv et al. (2022), Bell and Liu (2019), and Taruno et al. (2023) tend to 

focus on employee performance in general organizational settings and give insufficient attention to 

the distinct challenges faced by vocational educators. This lack of understanding regarding the 

unique demands of polytechnic lecturers and the forms of organizational support needed to address 

them represents a significant knowledge gap that this study seeks to fill.  

Although mediation and moderation have been widely examined in organizational behavior 

research, their integration through moderated mediation models remains uncommon in educational 

studies, particularly within vocational institutions. Moderated mediation provides a useful 

framework for analyzing the conditional relationships among organizational support, lecturer 

motivation, competence, and performance. In this model, motivation functions as a moderator that 

can strengthen or weaken the relationships among organizational support, lecturer competence, and 

performance, as suggested by  Rachman et al. (2022) and Solekan et al. (2022). Yet, no empirical 

research has tested this comprehensive framework in the polytechnic context, leaving unanswered 

questions about the conditional indirect mechanisms through which institutions can improve lecturer 

outcomes. 

The growing strain on polytechnic institutions to produce graduates who are not only 

technically adept but also flexible enough to adapt to the shifting needs of the global economy 

underscores the urgency of this research. As vocational education plays a critical role in preparing 

the future workforce (Pandya et al., 2023), ensuring that lecturers are adequately supported, 

competent, and motivated is essential for maintaining the relevance and quality of education.    

Therefore, the findings of this study may inform vocational education policies by helping 

administrators develop evidence-based strategies that support lecturers within stimulating and 

supportive work environments, as emphasized by Otache (2022) and Schneider and Pilz (2019). 

This study makes three distinctive contributions to the literature on vocational education and 

organizational behavior. First, it extends organizational theory and organizational support theory to 

the polytechnic context, addressing a significant gap, as previous research has predominantly focused 

on the corporate and service sectors. By validating this theoretical framework in vocational 

education, the study demonstrates how organizational support operates in settings characterized by 

dual technical and pedagogical demands. Second, the study establishes competence as a mediating 

mechanism between organizational support and performance. Unlike previous research that treated 

competence as a static attribute, this investigation conceptualizes and empirically validates 

competence as a developmental outcome shaped by institutional interventions. This represents a 
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theoretical advancement in understanding how organizational support translates into enhanced 

lecturer effectiveness. Third, the study introduces and tests motivation as a critical moderator shaping 

the relationships among organizational support, competence, and performance. This contribution is 

particularly novel because it addresses contradictory findings in the existing literature regarding 

whether support directly enhances motivation or whether motivated individuals simply leverage 

available support more effectively. By examining motivation as a boundary condition, the study 

reveals when and for whom organizational support is most effective. 

The originality of this research lies in its integrated moderated mediation framework, which 

simultaneously examines direct effects, indirect pathways through competence, and boundary 

conditions driven by motivation. This comprehensive approach offers a more nuanced explanation 

than prior studies that treated these variables separately or examined only bivariate relationships. 

Previous research by Rachman et al. (2022) and Solekan et al. (2022) suggested the potential of such 

integrated models, but none have empirically tested this framework within the polytechnic context. 

Methodologically, this study contributes by employing Structural Equation Modeling (SEM) to test 

complex conditional indirect effects within a vocational sample, an approach rarely used in 

polytechnic research. This analytical approach enables the simultaneous examination of multiple 

pathways and interactions, providing more comprehensive evidence than traditional regression-based 

approaches. Practically, the findings provide strategic insights for designing organizational support 

systems that accommodate both skill development processes and individual motivational differences. 

This enables polytechnic administrators to allocate resources more effectively by identifying which 

forms of support are most beneficial for lecturers with varying motivational profiles. The study thus 

bridges the gap between theoretical understanding and actionable strategies for institutional 

improvement.  

Overall, this research advances both theoretical and empirical understanding of how 

organizational support enhances lecturer competence and performance through conditional 

processes. By illuminating the mechanisms and boundary conditions of these relationships, the study 

offers polytechnic institutions a robust, evidence-based framework for strengthening lecturers’ 

effectiveness in an increasingly demanding educational environment. This integrated approach 

represents a significant departure from fragmented, single-variable studies and provides a more 

complete picture of the factors that drive excellence in vocational education. 

METHOD 

This study employed a quantitative correlational design to examine the influence of 

organizational support on lecturer competence and performance in private polytechnics within 

Higher Education Service Region II. A moderated mediation framework was used to determine 

whether work motivation strengthens the indirect effect of perceived organizational support on 

performance through competence. The research was conducted across private polytechnics in South 

Sumatra, Lampung, Bengkulu, and Bangka Belitung, selected based on accreditation quality, 

institutional readiness, and their strategic role in vocational education. The population comprised 

permanent lecturers actively engaged in teaching, research, and community service during the 

2024/2025 academic year. 

A stratified random sampling technique was used to ensure proportional representation of 

31 academic programs covering applied science, engineering, informatics, and health sciences. The 

sampling procedure involved mapping the lecturer population, grouping programs by disciplinary 

clusters, and selecting respondents proportionally using a random-number method. This process 

yielded 185 valid responses, which were deemed sufficient to meet the analytical requirements and 

the statistical power needed for the study.  

Data were collected via a structured online questionnaire comprising four validated 

constructs. Perceived organizational support was measured with eight items adapted from 

Eisenberger et al. (1986). The scale included items such as “My institution values my contribution 

to its well-being” and “My institution strongly considers my goals and values.” These items were 

adapted to the polytechnic context by replacing generic organizational terms with specific 

institutional language relevant to vocational education settings, ensuring contextual appropriateness 
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while maintaining the original construct validity. Lecturer competence was assessed using four items 

based on McClelland (1973) framework, as refined by Wang et al. (2020). Representative items 

included “I possess the technical skills necessary to teach my subject effectively” and “I can integrate 

industry practices into my teaching methods.” The adaptation focused on emphasizing the dual 

technical-pedagogical competencies specific to polytechnic lecturers and aligning the items with the 

vocational education context, where both theoretical knowledge and practical application skills are 

essential. Lecturer performance was measured with fourteen items aligned with the Indonesian 

Ministry of Education and Culture’s evaluation indicators. 

Sample items included “I consistently meet my teaching workload requirements,” “I actively 

engage in research and publication activities,” and “I contribute to community service programs 

relevant to my field.” This instrument was selected because it reflects the officially mandated 

performance criteria for Indonesian lecturers, covering the Tridharma obligations (teaching, research, 

and community service), thus ensuring alignment with institutional accountability standards and 

regulatory expectations. Work motivation was measured using five items grounded in Self-

Determination Theory (Ryan & Deci, 2020). Items included “I find my work as a lecturer personally 

fulfilling” and “I am motivated by the opportunity to develop my professional skills.” All items used 

a five-point Likert scale, and data collection ensured confidentiality and anonymity through secure 

online administration. 

Data analysis followed a rigorous, sequential procedure. Preliminary screening was 

conducted to identify missing values, assess normality, and detect outliers. Descriptive statistics were 

used to summarize respondent characteristics and variable distributions. Measurement model 

evaluation included reliability testing using Cronbach’s alpha and composite reliability, as well as 

assessments of convergent and discriminant validity using confirmatory factor analysis (CFA) in 

SmartPLS 4.0. Partial Least Squares Structural Equation Modeling (PLS-SEM) was selected because 

of its ability to handle complex models with multiple relationships and relatively small samples, as 

well as its suitability for examining predictive relationships. Hypothesis testing was performed using 

Structural Equation Modeling (SEM) in SmartPLS 4.0 to examine direct and indirect relationships. 

A moderated mediation analysis was conducted using the two-stage approach in SmartPLS 4.0, in 

which the interaction term (organizational support × work motivation) was created and tested to 

assess the role of work motivation in strengthening the competence–performance pathway. This 

systematic methodological approach ensured consistency, transparency, and alignment with the 

study objectives. 

RESULTS AND DISCUSSION 

Results 

Description of Respondent Characteristics 

A total of 185 lecturers from 31 programs across private polytechnics under Higher 

Education Service Region II participated in this study. The participants in this study. The 

demographic composition of the respondents, as summarized in Table 1, shows that the majority 

were female (60%), while the remaining 40% were male. In terms of teaching experience, 48.1% of 

respondents had between six and ten years of experience, indicating that many participants had 

moderate tenure in the academic profession. Additionally, 75.2% of the respondents were aged 

between  25 and 45 years, reflecting a predominantly young and productive professional workforce. 

This demographic profile suggests that most lecturers are currently in the developmental and 

advancement stages of their academic careers, which may influence their competence, motivation, 

and workplace engagement. The relatively young academic population may also reflect institutional 

efforts to regenerate the academic workforce in vocational higher education, aligning with broader 

national strategies to strengthen human resource capacity in polytechnic institutions. 
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Table 1. Respondent Characteristics 

Characteristic Category Frequency (N) Percentage 

Gender 

 

Age 

 

 

 

Teaching Experience 

Male 

Female 

25 – 35 

36 – 45 

46 – 55 

> 55 

3 – 5 years 

6 – 10 years 

> 10 years 

74 

111 

72 

67 

31 

15 

45 

89 

51 

40.0% 

60.0% 

39.0% 

36.2% 

16.7% 

8.1% 

24.3% 

48.1% 

27.6% 

Validity and Reliability Test 

Confirmatory factor analysis (CFA) demonstrated that all items met the required factor-

loading threshold (> 0.60), indicating adequate convergent validity across the constructs. Factor 

loadings ranged from 0.68 to 0.81 for perceived organizational support, 0.70 to 0.83 for competence, 

0.65 to 0.88 for performance, and 0.69 to 0.85 for motivation. In parallel, reliability testing indicated 

high internal consistency, with Cronbach’s alpha values ranging from 0.80 to 0.88. Thus, the 

measurement instruments used in this study were confirmed to be valid and reliable. 

Descriptive Statistics 

The descriptive statistics show that respondents reported high perceptions of organizational 

support, competence, motivation, and lecturer performance, with mean values ranging from 3.9 to 

4.2, as presented in Table 2. The low standard deviations indicate consistent responses among 

participants. These results suggest that the academic environment in the participating private 

polytechnics is perceived as supportive and conducive, potentially enhancing competence, 

motivation, and overall lecturer performance. 

Table 2. Descriptive Statistics of Research Variables 

Variable Mean Standard Deviation Minimum Maximum 

Organizational Support 

Competence 

Performance 

Motivation 

4.2 

4.0 

3.9 

4.1 

0.55 

0.60 

0.58 

0.53 

3.0 

3.0 

3.0 

3.0 

5.0 

5.0 

5.0 

5.0 

Analysis of PLS-SEM Results 

The results of the Partial Least Squares Structural Equation Modeling (PLS-SEM) analysis 

using SmartPLS 4.0 demonstrated significant relationships among the variables examined in this 

study. As shown in Table 3, organizational support exhibited a positive and significant effect on 

lecturer competence (β = 0.45, p < 0.001), indicating that institutional support mechanisms strongly 

contribute to enhancing professional capability. In addition, organizational support had a significant 

indirect effect on lecturer performance via competence (β = 0.23, p < 0.01), suggesting that 

competence serves as a mediating mechanism by which institutional support enhances performance 

outcomes. 

Table 3. Summary of PLS-SEM Analysis Results 

Relationship 
Standardized Coefficient 

(β) 
p-value Category 

Organizational Support →  Competence 

Competence → Performance 

Organizational Support → Performance 

Competence × Motivation → 

Performance 

0.45 

0.50 

0.23 

0.22 

< 0.001 

< 0.001 

< 0.01 

< 0.01 

Significant 

Significant 

Significant (Mediation) 

Significant 

(Moderation) 



122 – Jurnal Pendidikan Vokasi 

Volume 16, No. 1, 2026, pp. 116-131 

Furthermore, competence had a strong and significant effect on lecturer performance (β = 

0.50, p < 0.001), reinforcing the notion that professional mastery plays a central role in determining 

work quality, productivity, and academic contributions. Motivation was also found to significantly 

moderate the relationship between competence and performance (β = 0.22, p < 0.01), indicating that 

the effect of competence on performance is stronger when work motivation is high. This moderation 

effect suggests a boundary condition: competence alone may not be sufficient to optimize 

performance without adequate levels of motivation. Overall, these findings confirm the proposed 

conceptual framework and highlight the critical role of organizational support, competence 

development, and motivational factors in strengthening lecturers' performance within private 

polytechnics. 

Discussion 

Relationship Between Organizational Support and Competence 

The findings indicate that lecturers who perceive higher levels of organizational support tend 

to demonstrate stronger competence in both technical and pedagogical domains. Organizational 

support encompasses multiple dimensions, including adequate work facilities, professional 

development opportunities, mentoring programs, and accessible resources, all of which enable 

lecturers to fulfill their responsibilities more effectively. This positive relationship underscores the 

vital role of organizational support in strengthening polytechnic lecturers' professional capabilities, 

particularly in vocational education settings where technical expertise and pedagogical proficiency 

are essential. 

This finding aligns with resource-based theory, which posits that organizational resources 

serve as fundamental determinants of individual capability development  (Barney & Clark, 2007). 

Recent empirical studies corroborate this relationship, demonstrating that supportive organizational 

environments in educational institutions significantly enhance educators' engagement in continuous 

professional learning Bakker et al. (2014), Clarke et al. (2015), and Lakkala et al. (2021) identified 

that institutional support mechanisms directly influence teachers' professional competence 

development through structured learning opportunities and collaborative practices. Furthermore, 

Hsieh et al. (2022) revealed that organizational support catalyzes competence enhancement by 

strengthening educators' adaptive capacity to evolving industry standards and pedagogical demands. 

Similarly, Ying and Yuan-Cheng (2023) demonstrated that perceived organizational support 

significantly predicts teaching competence among vocational education instructors, with a 

particularly strong effect on technical skill development. 

The theoretical implications of this finding suggest a developmental process in which 

organizational investment in support systems directly strengthens human capital, reflecting Social 

Exchange Theory, whereby lecturers reciprocate institutional support through improved competence 

and professional commitment (Cropanzano & Mitchell, 2005). In vocational education settings 

where rapid technological advancement requires ongoing skill renewal, organizational support is 

essential to sustaining lecturers' effectiveness. In practice, polytechnic institutions must implement 

comprehensive support structures that include systematic professional development aligned with 

industry changes, accessible technological and teaching resources, structured mentoring between 

experienced and novice lecturers, and leadership that promotes continuous learning. As highlighted 

by Schel and Drechsel (2025), multifaceted support systems generate synergistic benefits, yielding 

greater improvements in competence than isolated initiatives. Therefore, adopting an integrated, 

holistic approach to organizational support is fundamental to enhancing lecturers' competence and 

strengthening institutional capacity. 

Relationship Between Lecturer Competence and Performance 

The analysis revealed a significant positive relationship between lecturer competence and 

performance (β = 0.50, p < 0.001). This association indicates that lecturers with higher levels of 

competence demonstrate better performance across multiple dimensions, including teaching 

effectiveness, research productivity, and community service contributions. The magnitude of this 

effect suggests that competence serves as a primary driver of performance outcomes in polytechnic 
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educational settings. This relationship reflects the fundamental premise that professional capability 

directly translates into work accomplishment, particularly in vocational education, where technical 

proficiency and pedagogical expertise are simultaneously demanded.  

This finding is consistent with Human Capital Theory, which posits that individual 

competencies constitute valuable assets that enhance productive capacity (Bakker et al., 2014). 

Contemporary research in educational contexts consistently supports this competence-performance 

linkage. Khoruzha et al. (2019) demonstrated that teacher competence significantly predicts student 

achievement outcomes, suggesting that competence effects extend beyond individual performance 

to broader educational impact. Liesa-Orus et al. (2023) found that pedagogical competence strongly 

correlates with teaching effectiveness as measured by student learning gains and engagement metrics. 

Additionally, Fauth et al. (2019) identified that both content knowledge and pedagogical skills 

independently and interactively predict instructional quality and student outcomes. Recent work by 

Cha et al. (2025) and Kunter and Holzberger (2014) further elaborates that competence enables 

adaptive teaching practices, which are essential for addressing diverse student needs in vocational 

education. 

The relationship between competence and performance is particularly important in 

polytechnic settings because vocational education places dual demands on lecturers: they must 

maintain up-to-date technical expertise aligned with industry standards while developing strong 

pedagogical skills for effective knowledge transfer. As highlighted by Dahlback et al. (2020) and 

Antera (2022),  vocational educators possess a distinctive competence profile that integrates 

theoretical understanding, practical skills, and workplace pedagogy, all of which directly shape 

performance outcomes. The strong positive linkage identified in this study suggests that institutional 

investment in competence development generates substantial performance gains across teaching, 

research, and community service domains. From a policy standpoint, these findings underscore the 

need for systematic competence assessment and targeted development strategies, including regular 

competence audits, differentiated pathways for technical and pedagogical enhancement, active 

industry partnerships to ensure technical relevance, and recognition systems that reward 

demonstrated competence. Supporting evidence from Park et al. (2022) and Jeno et al. (2023) further 

shows that institutions prioritizing competence development outperform those that rely solely on 

performance monitoring, reinforcing the need for polytechnic leaders to position sustainable 

competence growth as the core of performance improvement initiatives. 

Relationship Between Organizational Support and Performance Mediated by Competence 

The SEM analysis identified a significant indirect effect of organizational support on 

performance through competence (β = 0.23, p < 0.01). This mediation pathway indicates that 

organizational support influences performance through its effect on competence development. This 

mediated relationship suggests that organizational support creates conditions that facilitate 

competence development, which subsequently leads to enhanced performance. This finding indicates 

that the effectiveness of organizational support depends critically on its capacity to foster 

professional development rather than merely providing resources or favorable working conditions. 

This mediated relationship aligns with Social Cognitive Theory, which emphasizes that 

environmental factors influence performance through their effects on personal capabilities and self-

efficacy (Bandura, 1997). Recent empirical evidence supports this mediation mechanism in 

educational contexts.  Muhammad et al. (2021) found that organizational support indirectly enhances 

teacher performance by fostering professional competence, with mediation accounting for substantial 

variance in performance outcomes. Similarly, Umamy (2021) demonstrated that perceived 

organizational support affects teacher performance primarily through its influence on pedagogical 

competence and self-efficacy.  Hernández et al. (2020) found that supportive work environments 

promote skill acquisition, which is the proximal determinant of performance quality. Kulakow (2020) 

revealed that the organizational learning climate affects employee performance primarily through 

competence enhancement rather than through direct motivational effects. 

The theoretical significance of this mediation lies in explaining how organizational support 

translates into performance, demonstrating that support provides essential conditions such as 

resources, time, encouragement, and learning opportunities that enable lecturers to participate in 
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professional development, acquire new knowledge, refine skills, and expand their professional 

capacities, ultimately enhancing competence, which then drives improvements in teaching, research, 

and service outcomes (Leuhery, 2023; Novitasari, 2020). Practically, this suggests that polytechnic 

administrators should view competence development as the key intermediary through which support 

initiatives yield performance gains, requiring long-term investment horizons, integrated support 

systems that address multiple competence dimensions, evaluation mechanisms that monitor both 

competence growth and performance outcomes, and continuous feedback loops linking support to 

developmental progress. Evidence from Li et al. (2023) and Boeve-de Pauw et al. (2022) further 

shows that high-performing educational systems intentionally invest in teacher development, 

recognizing mediated effects rather than focusing on immediate performance results, underscoring 

the need for polytechnic institutions to adopt developmental approaches that prioritize human capital 

development through systematic competence enhancement. 

Relationship Between Competence and Performance Moderated by Motivation 

The analysis showed that motivation significantly moderated the relationship between 

competence and performance (β = 0.22, p < 0.01). This moderation effect indicates that the strength 

of the competence–performance relationship varies according to lecturers' levels of motivation. 

Specifically, competence predicts performance more strongly among highly motivated lecturers than 

among those with lower motivation. This finding suggests that while competence provides the 

capacity for effective performance, motivation determines the extent to which individuals realize this 

potential in their work. The interaction between competence and motivation highlights that optimal 

performance requires both the ability and the willingness to apply it effectively. 

This moderation effect is consistent with Self-Determination Theory (SDT), which posits 

that motivation quality influences how individuals utilize their capabilities (Ryan & Deci, 2020). 

Autonomous motivation, characterized by inherent interest and value alignment, particularly 

enhances the translation of competence into performance. Recent research supports this competence-

motivation interaction in educational settings. Gagné and Deci (2005) demonstrated that autonomous 

motivation amplifies the performance benefits of competence, while controlled motivation shows 

weaker or even negative moderating effects. Epstein et al. (2022) found that teacher motivation 

moderates the relationship between professional knowledge and instructional quality, with highly 

motivated teachers applying their competencies more effectively. Similarly, Vo et al. (2022) revealed 

that intrinsic motivation strengthens the link between teaching competence and student engagement 

outcomes. Contemporary work by Reeve and Cheon (2021) further indicates that autonomy-

supportive contexts enhance the motivation to apply competence. 

The theoretical importance of this moderation extends to understanding performance 

optimization in vocational education. Competence alone may be insufficient for optimal 

performance; lecturers must also be motivated to consistently apply their skills and adapt to 

challenges. This interaction reflects the distinction between possessing capability and exercising that 

capability, with motivation serving as the activating force. In polytechnic contexts where lecturers 

face demanding workloads, rapid industry changes, and diverse student needs, motivation becomes 

particularly critical for sustaining the application of competence over time and across varying 

circumstances (Averill & Major, 2020). In practice, these findings highlight the need for dual-

focused institutional strategies that simultaneously strengthen competence and enhance motivation 

through autonomy-supportive leadership, recognition systems that value both effort and results, 

career development opportunities, collaborative professional cultures, and work designs that promote 

autonomy and meaningful engagement. Evidence from McBreen and Savage (2021), Slemp et al. 

(2021), and Hulleman et al. (2016) demonstrates that integrated interventions addressing both 

competence and motivation yield superior performance compared to singular approaches, while 

studies by Slemp et al. (2021) and Van der Hauwaert et al. (2022) further show that work 

environments supporting competence development alongside autonomous motivation sustain high 

performance over time. 

From a policy standpoint, these findings advocate for holistic human resource development 

strategies that integrate competence and motivation as complementary rather than alternative 

performance drivers. Performance management systems should assess and address both dimensions, 
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recognizing that competence without motivation leads to the underutilization of capabilities, while 

motivation without competence leads to frustration and ineffective effort. Polytechnic administrators 

should create supportive environments in which lecturers can continuously develop professionally 

while engaging in meaningful work that fuels their intrinsic motivation. This integrated approach 

may promote sustainable performance that benefits both individual lecturers and the achievement of 

institutional goals. 

CONCLUSION 

This study concludes that organizational support enhances lecturers' competence, which in 

turn improves performance across teaching, research, and community service, with competence 

serving as the primary mechanism by which institutional support influences performance. Motivation 

further strengthens this relationship by enabling highly motivated lecturers to utilize their 

competence more effectively. The findings extend existing theories by indicating that organizational 

resources contribute to performance primarily through human capital development, with competence 

serving as a central mechanism and motivation functioning as a boundary condition for the enactment 

of capability.  

The findings of this study yield several specific policy recommendations tailored to 

polytechnic leadership and administrators seeking to enhance lecturer effectiveness through strategic 

organizational interventions. First, institutions should establish competence-centered professional 

development programs targeting dual technical–pedagogical competencies through industry 

immersion (2–4 weeks annually), pedagogical workshops, and mentorship systems, with 5–7% of 

operational budgets allocated as strategic investments. Second, administrators should implement 

motivation-differentiated support strategies using annual assessments to tailor interventions, 

including autonomy-enhancing opportunities for highly motivated lecturers and barrier-removal 

support for lecturers with lower levels of motivation. Third, performance management systems must 

integrate competence-tracking mechanisms alongside output metrics to distinguish skill deficits from 

motivational challenges. Fourth, the organizational support infrastructure requires 

institutionalization through policies that ensure access to resources, industry partnerships, protected 

research time (at least 20%), transparent promotion criteria, and funding for professional 

development. Fifth, leaders should cultivate motivation-enhancing cultures through recognition 

programs, transparent communication, participatory decision-making, and support for work-life 

balance. Sixth, competence–performance feedback loops should monitor the outcomes of 

development initiatives through data systems that track associations between training investments 

and performance indicators. Seventh, resource constraints necessitate strategic partnerships through 

consortium formation, industry collaboration, and government grant applications, supported by 

dedicated staff responsible for resource acquisition. These recommendations provide polytechnic 

administrators with an evidence-based framework for allocating resources effectively and designing 

differentiated support systems that accommodate competence development processes and individual 

motivational differences, ultimately strengthening lecturer effectiveness in demanding vocational 

education environments. 

Practically, institutions are encouraged to implement comprehensive and sustained support 

systems that integrate professional development, supportive leadership, and motivation-enhancing 

practices, while designing performance management approaches that monitor both competence 

growth and performance outcomes. The study acknowledges limitations related to its cross-sectional 

design, reliance on self-reported data, and geographically specific context; therefore, caution is 

warranted when generalizing the findings. Future research should employ longitudinal designs, 

incorporate multi-source performance measures, explore additional mediators and moderators, and 

conduct comparative studies across diverse educational and cultural settings. Overall, the study 

underscores the importance of integrating organizational support, competence development, and 

motivation enhancement to strengthen lecturer effectiveness in vocational education. 
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