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Abstract: Drawing upon Social Cognitive Career Theory (SCCT), this study examines the effects of 
self-efficacy, job satisfaction, and professional networking on lecturer performance and career success in 
private higher education institutions in Makassar. It also investigates the mediating role of lecturer 
performance and the moderating role of perceived organizational support. A quantitative research 
design was employed using survey data from 357 lecturers, which were analyzed through Partial Least 
Squares Structural Equation Modeling (PLS-SEM). The findings indicate that self-efficacy, job 
satisfaction, and professional networking significantly enhance lecturer performance, which, in turn, 
positively influences career success. Lecturer performance also mediates the relationships between these 
antecedent variables and career success. However, perceived organizational support does not 
significantly moderate the relationship between lecturer performance and career success. These findings 
suggest that personal capabilities, psychological factors, and professional relationships play a more 
critical role in academic career success than organizational support. This study extends SCCT by 
emphasizing the importance of personal agency and social capital in academic career development. 
Practically, the findings provide guidance for higher education institutions in designing strategies to 
strengthen lecturer performance, foster professional networking, and promote sustainable career 
development. 
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1. Introduction  

Higher education institutions (HEIs) play a crucial role in developing skilled and adaptable human 
capital equipped to respond effectively to the challenges of an increasingly complex global landscape 
[1]. Beyond knowledge transfer, universities foster character, critical thinking, and workforce readiness 
[2]. In Indonesia, private higher education institutions (PTS) play a significant role in expanding access 
to higher education. Nevertheless, these institutions continue to face various challenges, including 
quality assurance, institutional competitiveness, and limited resources, particularly in meeting 
accreditation standards and requirements [3]. A key issue is the uneven distribution of institutional 
quality. In Makassar, for instance, only 3 out of 55 PTS (around 5%) achieved “Excellent” accreditation 
in 2025, while most were rated “Good,” highlighting persistent structural challenges in improving 
academic performance and institutional quality. 

In this context, the role of the Higher Education Service Institution Region IX Sultan Batara 
(LLDIKTI Region IX Sultan Batara) becomes increasingly important in strengthening the governance 
and quality of private higher education institutions through academic supervision, institutional 
assistance, lecturer development programs, and support for accreditation improvement. Through its 
strategic initiatives, LLDIKTI Region IX Sultan Batara is expected to enhance institutional capacity, 
improve lecturer performance, and encourage sustainable academic career development among lecturers 
in Eastern Indonesia, particularly in the Makassar region. 
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Table 1.  
Presents the distribution of private higher education institutions (PTS) in Makassar City based on institutional type and 
accreditation status in 2025. 

No. PTS Cluster Accreditation Number of  PTS 

Excellent Very Good Good  

1 Universities 2 1 16 19 

2 Institutes 0 2 3 5 
3 Colleges 1 6 24 31 

Total 3 9 43 55 
Source: LLDIKTI Region IX Sultan Batara, 2025 

 
The majority of private higher education institutions in Makassar have not yet attained higher 

accreditation levels, highlighting the necessity for continuous improvements in academic quality and 
institutional effectiveness [4]. Lecturer performance is a critical factor in determining institutional 
success, as lecturers are responsible for implementing the three fundamental functions of higher 
education: teaching, research, and community service. Their contributions significantly affect 
accreditation outcomes, research productivity, and the quality of graduates produced by higher 
education institutions [5]. 

However, lecturers in private universities often face structural challenges, including limited 
research funding, high administrative workloads, and restricted access to professional networks, which 
may hinder performance and career progression [6]. Previous studies highlight self-efficacy, job 
satisfaction, and professional networking as key determinants of performance and career success, 
although findings remain inconsistent across contexts. 

Perceived organizational support is considered a contextual factor that can enhance the relationship 
between individual competencies and career outcomes through the provision of resources, assistance, 
and developmental opportunities [7]. 

This study seeks to address the need for a deeper understanding of how personal, relational, and 
organizational factors interact in influencing lecturer performance and career success. The research 
contributes to the literature by integrating these variables into a comprehensive framework, 
incorporating organizational support as a moderating factor, and offering empirical evidence from the 
private higher education sector in Makassar. In doing so, it extends the application of Social Cognitive 
Career Theory (SCCT) within institutional environments characterized by resource limitations [8]. 
 
1.1. Theoretical Framing: Social Cognitive Career Theory 

Social Cognitive Career Theory (SCCT), developed by Lent and Brown [9] based on Albert 
Bandura’s Social Cognitive Theory, conceptualizes career development as a dynamic process resulting 
from the interaction of personal characteristics, behavioral factors, and environmental influences. The 
theory highlights several key constructs, including self-efficacy, outcome expectations, personal goals, 
and contextual conditions that shape career-related decisions and outcomes. 

Contextual factors are divided into proximal influences (e.g., institutional support, resources) and 
distal influences (e.g., organizational culture, policies), which differ in their direct impact on career 
outcomes [10]. SCCT emphasizes that career success is shaped by the interaction between individual 
capabilities and environmental conditions, including organizational support and professional networks 
[11]. 

In this study, SCCT provides the theoretical framework for examining the influence of self-efficacy, 
job satisfaction, and professional networking on lecturer performance and career success. In addition, 
perceived organizational support is incorporated as a contextual, moderating factor within the proposed 
research model [12]. 
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1.2. Research Context 
This study was conducted in private higher education institutions located in Makassar, one of the 

major educational hubs in Eastern Indonesia [13]. The city hosts a substantial number of private higher 
education institutions that contribute significantly to expanding access to higher education and 
fostering the development of regional human capital [14]. Based on data from LLDIKTI Region IX 
Sultan Batara, the city hosts 55 private higher education institutions, comprising universities, institutes, 
and colleges [15]. 
 
Table 2.  
Illustrates the distribution of lecturers across private higher education institutions in Makassar City.  

PTS Cluster Number of  Lecturers 
University 2,360 
Institute 151 

College 866 

Total 3,377 
Source: Based on data from LLDIKTI Region IX Sultan Batara (2025) 

 
Despite this growth, many institutions face challenges related to academic quality and 

competitiveness, with most remaining in mid-level accreditation categories [16]. Lecturer performance 
is a critical factor, as lecturers are responsible for teaching, research, and community service [17]. 
Despite ongoing professional-development efforts, career advancement among lecturers remains 
relatively constrained, with a large proportion occupying early and intermediate academic ranks due to 
challenges such as inadequate research funding, excessive workloads, and insufficient institutional 
support [18]. These conditions highlight the importance of examining how individual and 
organizational factors interact in influencing lecturer performance and career success [19]. 
 
1.3. Research Hypotheses 

Based on the proposed conceptual framework, a series of hypotheses was developed to examine the 
relationships among the variables included in this study [20]. Specifically, self-efficacy (X1), job 
satisfaction (X2), and professional networking (X3) are hypothesized to have positive effects on faculty 
performance (Y) (H1–H3). These three antecedent variables are also expected to positively influence 
career success (Z) (H4–H6). Furthermore, faculty performance (Y) is hypothesized to positively 
contribute to career success (Z) (H7). 

In addition, lecturer performance (Y) is proposed to act as a mediating mechanism through which 
self-efficacy (X1), job satisfaction (X2), and professional networking (X3) influence career success (Z) 
(H8–H10). Furthermore, perceived organizational support (M) is hypothesized to function as a 
moderating variable that strengthens the positive relationship between lecturer performance (Y) and 
career success (Z) (H11). 
 



168 

 

 

Edelweiss Applied Science and Technology 
ISSN: 2576-8484   

Vol. 10, No. 7: 165-181, 2026 
DOI: 10.55214/2576-8484.v10i7.13307 
© 2026 by the authors; licensee Learning Gate 

 

 
Figure 1.  
Research Conceptual Framework. 

 

2. Methods 
2.1. Research Design 

This research adopts a quantitative, descriptive, and explanatory approach to investigate the 
influence of self-efficacy, job satisfaction, and professional networking on lecturer performance and 
career success, while considering organizational support as a moderating factor [17]. 
 
2.2. Research Setting and Sample 

The study was conducted across 55 private higher education institutions in Makassar, Indonesia. 
The population comprised 3,377 permanent lecturers. To ensure adequate representation across 
academic ranks, a proportional stratified random sampling method was employed. The sample size was 
calculated using Slovin’s formula with a 5% margin of error, yielding a total of 357 respondents [21]. 
 
Table 3.  
Presents the distribution of the study sample according to the academic ranks of lecturers at private higher education 
institutions in Makassar City. 

No. Academic Rank Number of  Lecturers Proportional Allocation Sample Size 
1. Lecturer 2,528 2,528 / 3,377 × 357 267 
2. Associate Professor 694 694 / 3,377 × 357 73 
3. Professor 155 155 / 3,377 × 357 17 

Total 3,377  357 
Source: LLDIKTI Region IX Sultan Batara 2025. 

 
2.2. Data Collection 

Primary data were collected using structured questionnaires based on a five-point Likert 
scale. In addition, secondary data were obtained from academic literature and institutional 
documents to support the contextual interpretation of the findings [22]. 
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2.3. Measures and Instruments 
All study variables were measured using validated instruments, and the reliability and validity of 

the measurement scales were assessed before the data analysis process [23]. 
 
Table 4.  
Operational Definitions and Measurement of Variables. 

Variable Operational Definition Indicators Measurement 
Self-Efficacy Belief  in the ability to perform 

academic tasks. 
Teaching, Research, Community Service, 
Professional Development, Academic 
Management [24] 

Likert 1–5 

Job Satisfaction Contentment with work and 
environment 

Recognition, Career Opportunities, Tri 
Dharma, Facilities, Compensation [25] 

Likert 1–5 

Professional 
Networking 

The extent and quality of  
professional relationships that 
facilitate collaboration, 
information exchange, and 
career development. 

Academic Relationships, Sustainable 
Professional Connections, Network Diversity, 
Access to Opportunities, Professional 
Position, Trust [26] 

Likert 1–5 

Organizational 
Support 

Lecturers’ perceptions of  the 
extent to which the institution 
values their contributions and 
provides necessary support. 

Reward Systems, Training Opportunities, 
Resource Availability, Workload Balance, 
Fairness, Social Support [26] 

Likert 1–5 

Lecturer Performance The extent to which lecturers 
effectively and productively 
perform their responsibilities 
in teaching, research, and 
community service as part of  
the Tri Dharma of  Higher 
Education. 

Teaching Performance, Research 
Productivity, Community Service Activities, 
Institutional Contribution, Professional 
Competence [27] 

Likert 1–5 

Career Success The achievement of  desirable 
career outcomes and personal 
fulfillment throughout an 
academic career. 

Academic Promotion, Publication 
Achievement, Income Growth, Career 
Satisfaction, Professional Pride, Professional 
Impact [28] 

Likert 1–5 

Source: Adapted from the synthesis of previous studies and journal review results (2025). 

 
2.4. Data Analysis 

The data were analyzed using Partial Least Squares Structural Equation Modeling (PLS-SEM), 
which is appropriate for examining complex relationships among multiple constructs. The analytical 
procedure consisted of two main stages [29]: 
1) Evaluation of the measurement model to assess the validity and reliability of the constructs; 
2) Evaluation of the structural model to examine the hypothesized relationships, coefficient of 

determination (R²), and bootstrapping results. 
In addition, moderation analysis was performed to investigate whether organizational support affected 
the strength of the relationship between lecturer performance and career success [30]. 
 

3. Findings 
3.1. Respondent Profile 

A total of 357 lecturers representing 31 private higher education institutions (PTS) in Makassar 
participated in this study [31]. The gender composition was relatively balanced, consisting of 52.9% 
male and 47.1% female respondents. The majority of participants were in the mid-career stage, with 
52.4% falling within the 40–49 age category [32]. 

With regard to educational qualifications, most respondents possessed a master’s degree (79.3%) 
[33]. In terms of academic rank, the majority were classified as lecturers, accounting for 60.5% of the 
sample. Regarding career progression, nearly half of the respondents (49.3%) reported requiring 
between three and five years to attain their current academic rank. Furthermore, 45.7% of the 
respondents reported a monthly income ranging between IDR 5 million and IDR 10 million [34]. The 
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sample also reflected diverse levels of teaching experience, ranging from less than five years to more 
than twenty years, demonstrating considerable variation in professional and academic backgrounds 
[35]. 
 
3.2. Descriptive Analysis 

The descriptive analysis indicates that lecturers demonstrated a very high level of self-efficacy (M = 
4.40) and strong performance (M = 4.35), reflecting substantial confidence and effectiveness in carrying 
out teaching, research, and community-service responsibilities [36]. Professional networking was also 
rated highly (M = 4.13), suggesting that respondents maintained active and productive professional 
relationships within their academic communities [37]. 

Job satisfaction was found to be moderately high (M = 3.52), while organizational support received 
a positive evaluation (M = 3.84). Nevertheless, compensation and workload balance emerged as aspects 
requiring further improvement [38]. In terms of career outcomes, respondents reported a high level of 
career success (M = 3.94), particularly with respect to their academic contributions and sense of 
professional pride [39]. 
 
3.3. Measurement Model 
3.3.1. Indicator Reliability 

Indicator reliability was evaluated using standardized factor loadings, where a threshold value of 
0.70 was applied to confirm that each indicator adequately represented its corresponding latent 
construct [40]. 
 
Table 5.  
Presents the standardized factor loadings for all measurement indicators across the study constructs. 

Construct Number of  Indicators Range of  Loadings Lowest Loading Highest Loading 
Organizational Support 6 0.810 – 0.899 0.810 0.899 

Self-Efficacy 5 0.831 – 0.885 0.831 0.885 

Job Satisfaction 6 0.742 – 0.827 0.742 0.827 
Professional Networking 6 0.722 – 0.863 0.722 0.863 

Performance 5 0.722 – 0.862 0.722 0.862 
Career Success 6 0.747 – 0.941 0.747 0.941 

 
All factor loadings exceeded the recommended threshold of 0.70, indicating satisfactory indicator 

reliability [40]. The loading ranges observed across the constructs demonstrate consistent indicator 
performance and an adequate representation of the underlying latent variables [41]. In particular, 
perceived organizational support and career success recorded the highest maximum loading values, 
indicating their strong contribution to explaining lecturers’ career development outcomes [42]. 

A pilot study involving lecturers from private higher education institutions was conducted to 
evaluate the clarity, validity, and reliability of the research instrument [43]. The results indicated that 
all constructs satisfied the recommended reliability standard, as evidenced by Cronbach’s alpha 
coefficients that exceeded the accepted threshold of 0.70 [40]. The reliability analysis produced 
Cronbach’s alpha coefficients of 0.88 for self-efficacy, 0.85 for job satisfaction, 0.87 for professional 
networking, 0.90 for organizational support, 0.86 for lecturer performance, and 0.89 for career success 
[44]. These values indicate a high level of internal consistency across all measurement scales [45]. 
These results provide evidence that the instrument was reliable and suitable for administration in the 
main survey [46]. 
 
3.4. Internal Consistency Reliability and Convergent Validity 

Internal consistency reliability was evaluated using Composite Reliability (CR) [47]. Values of 0.70 
or above were regarded as evidence of acceptable construct reliability, indicating that the indicators 
consistently measured their respective latent constructs [41]. 
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Table 6. 
Construct Reliability and Convergent Validity Assessment. 

Construct Composite Reliability (CR) Average Variance Extracted (AVE) 

Organizational Support 0.950 0.758 
Self-Efficacy 0.933 0.735 

Professional Networking 0.899 0.598 
Job Satisfaction 0.908 0.622 

Performance 0.897 0.637 
Career Success 0.950 0.759 

 
All constructs exhibited satisfactory internal consistency reliability, as indicated by Composite 

Reliability (CR) values exceeding the recommended threshold of 0.70 [40]. Furthermore, convergent 
validity was established, with all Average Variance Extracted (AVE) values surpassing the minimum 
criterion of 0.50 [40]. These results indicate that the constructs adequately explain the variance of their 
respective indicators and confirm the suitability of the measurement model for further structural model 
analysis [41]. 
 
3.5. Discriminant Validity 

Discriminant validity was evaluated using the Fornell–Larcker criterion [48]. According to this 
criterion, the square root of the Average Variance Extracted (AVE) for each construct should exceed its 
correlations with all other constructs included in the model [48]. 
 
Table 7.  
Discriminant Validity Assessment Using the Fornell–Larcker Criterion. 

Construct OS SE PN JS CS PERF 
Organizational Support (OS) 0.871 

     

Self-Efficacy (SE) 0.084 0.857 
    

Professional Networking (PN) 0.526 0.465 0.773 
   

Job Satisfaction (JS) 0.793 0.220 0.484 0.789 
  

Career Success (CS) 0.756 0.297 0.428 0.695 0.871 
 

Performance (PERF) 0.556 0.454 0.661 0.505 0.533 0.798 

 
The results show that the square root of the Average Variance Extracted (AVE) for each construct, 

as represented by the diagonal elements, is greater than its correlations with all other constructs in the 
model [29]. These findings provide evidence of satisfactory discriminant validity, indicating that each 
latent construct is empirically distinct and exhibits stronger associations with its own indicators than 
with indicators belonging to other constructs [49]. Therefore, the measurement model meets the 
established criteria for discriminant validity and is deemed appropriate for further structural model 
evaluation [40]. 

The findings suggest that respondents were able to clearly differentiate among self-efficacy, job 
satisfaction, professional networking, perceived organizational support, lecturer performance, and career 
success, thereby confirming the distinctiveness of these constructs [12]. These findings strengthen the 
robustness and credibility of the measurement model by indicating that each construct consistently 
reflects its intended concept without substantial overlap or ambiguity [50]. Consequently, the 
measurement model satisfies the established discriminant validity requirements and provides a reliable 
foundation for subsequent structural model evaluation and hypothesis testing [40]. 
 
3.6. Structural Model 

The structural model explained 50.9% of the variance in lecturer performance and 65.0% of the 
variance in career success, reflecting a moderate to substantial level of explanatory power [17]. 
Furthermore, the Standardized Root Mean Square Residual (SRMR) values were below the 
recommended cutoff value of 0.10, indicating an acceptable level of model fit [51]. The Q² values 
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further indicated that the model demonstrated moderate to strong predictive relevance [52]. 
 

3.7. Hypothesis Testing 
The bootstrapping analysis revealed that self-efficacy, job satisfaction, and professional networking 

exerted significant effects on both lecturer performance and career success [17]. In addition, lecturer 
performance was found to mediate the relationships between these antecedent variables and career 
success [53]. However, the moderating effect of organizational support on the relationship between 
lecturer performance and career success was not found to be statistically significant [54]. This finding 
is consistent with the principles of Social Cognitive Career Theory (SCCT), which emphasize the role of 
personal agency and professional engagement as important determinants of academic career 
advancement [11]. In this context, organizational support appears to operate as a more distal 
contextual factor rather than as a direct mechanism that strengthens career outcomes [55]. 

 

 
Figure 2.  
Bootstrapping Results. 

 
3.8. Interpretation of Hypothesis Testing Results 

The results indicate that self-efficacy, job satisfaction, and professional networking exert significant 
direct effects on both lecturer performance and career success [17]. These findings provide strong 
empirical support for the core assumptions of Social Cognitive Theory and Social Cognitive Career 
Theory (SCCT), which emphasize the role of personal beliefs, motivational factors, and social resources 
in influencing professional outcomes [11]. Consistent with SCCT, lecturers who possess strong 
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confidence in their abilities, derive satisfaction from their academic roles, and actively cultivate 
professional networks are more likely to leverage these resources to enhance their performance and 
achieve favorable career outcomes [56]. 

The analysis further demonstrates that lecturer performance serves as a central mediating variable 
in the relationship between these antecedent factors and career success [53]. This finding underscores 
the importance of sustained academic performance as a key mechanism through which personal and 
professional resources contribute to career advancement [57]. Within the SCCT framework, 
performance achievements represent a critical behavioral outcome that connects cognitive, affective, and 
social factors with long-term career accomplishments [11]. Consequently, the results affirm that career 
success in higher education is not solely driven by individual attributes or professional relationships but 
also depends on the extent to which these resources are translated into consistent and high-quality 
academic performance [19]. 

Notably, perceived organizational support did not exhibit a statistically significant moderating 
effect on the relationship between lecturer performance and career success [58]. This result indicates 
that career advancement within private higher education institutions may depend more heavily on 
individual initiative, personal capabilities, and professional engagement than on institutional support 
mechanisms alone [59]. In other words, lecturers who demonstrate strong performance are likely to 
achieve career success regardless of the level of organizational support they perceive [12]. 

From the perspective of Social Cognitive Career Theory (SCCT), these findings suggest that 
environmental support functions primarily as a contextual or distal factor rather than as a direct 
mechanism that strengthens the relationship between performance and career outcomes [11]. Such a 
pattern may be particularly evident in higher education environments where promotion systems are 
highly structured, merit-based incentives are limited, or career advancement procedures lack 
transparency and clarity [60]. Under these conditions, career success may be determined more by 
individual achievements and professional contributions than by organizational support initiatives [61]. 
 

4. Discussion 
The findings of this study demonstrate that self-efficacy, job satisfaction, and professional 

networking significantly affect both lecturer performance and career success, thereby providing 
empirical support for the fundamental propositions of Social Cognitive Theory (SCT) and Social 
Cognitive Career Theory (SCCT) [62]. These results emphasize the importance of individual, 
motivational, and relational factors in shaping academic performance and long-term career outcomes 
within higher education institutions [63]. 

Self-Efficacy. The results indicate that self-efficacy plays a crucial role in enhancing lecturer 
performance and career success [64]. Lecturers with high confidence in their abilities are more likely to 
approach academic responsibilities with determination, persist in the face of challenges, and effectively 
carry out teaching, research, and community service activities [65]. Such confidence contributes to 
higher levels of performance, which in turn facilitate career advancement and professional achievement 
[66]. Furthermore, the significant mediating role of lecturer performance suggests that self-efficacy 
influences career success not only directly but also indirectly through enhanced academic performance 
[67]. This finding underscores the SCCT proposition that performance accomplishments serve as a key 
mechanism through which personal beliefs are translated into successful career outcomes [68]. 

Job Satisfaction: The findings indicate that job satisfaction significantly contributes to lecturer 
performance and career success [53]. Lecturers with higher levels of job satisfaction tend to 
demonstrate stronger work engagement, greater intrinsic motivation, and more positive attitudes 
toward their academic responsibilities [69]. These characteristics enhance their effectiveness in 
teaching, increase research productivity, and encourage active participation in institutional activities 
[70]. Furthermore, the mediating role of lecturer performance suggests that the influence of job 
satisfaction on career success operates primarily through enhanced performance outcomes [53]. This 
finding implies that positive work-related attitudes are translated into career advancement when they 
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are reflected in tangible academic achievements and professional contributions [71]. 
Professional Networking: The findings indicate that engagement in professional academic networks 

plays an important role in facilitating access to knowledge, collaborative opportunities, mentorship, and 
various career-related resources [72]. Such networking activities enhance lecturers’ ability to improve 
their academic performance through knowledge sharing and collaborative engagement [73]. In turn, 
this enhanced performance contributes to greater career success, highlighting the importance of social 
capital as a key determinant of academic career advancement [74]. 

Lecturer Performance as Mediator: Lecturer performance functions as a key behavioral mechanism 
that connects personal and relational resources to career outcomes [75]. This finding underscores the 
central role of performance as a conduit through which psychological and social factors are translated 
into tangible career achievements [76]. In line with Social Cognitive Career Theory (SCCT), this 
finding reinforces the notion that demonstrated competence and performance accomplishments serve as 
proximal determinants of career success and act as the most immediate predictors of positive career 
trajectories [68]. 

Perceived Organizational Support: The findings reveal that perceived organizational support does 
not significantly moderate the relationship between lecturer performance and career success, contrary to 
the proposed hypothesis [58]. This outcome indicates that career advancement in private higher 
education settings is driven more by individual agency, professional capabilities, and active engagement 
in academic roles than by institutional support structures [77]. 

Within the SCCT framework, this suggests that environmental support may not always operate as a 
strengthening mechanism in the translation of performance into career outcomes [11]. Instead, it is 
more appropriately conceptualized as a distal contextual factor that provides general resources and 
conditions for development [9]. The absence of a significant moderating effect may be attributed to 
structural characteristics of higher education institutions, such as formalized promotion procedures, 
limited differentiation in rewards, and constrained merit-based incentives, where career success is 
primarily determined by individual performance achievements rather than organizational facilitation 
[78]. 
 
4.1. Implications for Higher Education Institutions 

Overall, the findings underscore the important roles of both individual capabilities and institutional 
contexts in influencing academic performance and career outcomes within higher education settings 
[79]. Self-efficacy, job satisfaction, and professional networking represent critical personal and 
relational resources that drive lecturer performance. However, institutional support plays an equally 
important role in enabling lecturers to convert their performance into career advancement [12]. 

For private universities, these findings carry several strategic implications. First, institutions are 
encouraged to strengthen professional development programs designed to enhance lecturers’ self-
confidence, pedagogical effectiveness, and research capabilities [80]. Second, improvements in working 
conditions and recognition systems may enhance lecturers’ job satisfaction and strengthen their 
academic engagement [81]. Third, universities are encouraged to promote collaborative research 
networks that connect lecturers with both national and international academic communities, thereby 
strengthening knowledge exchange and research productivity [82]. 

Most importantly, institutional policies should ensure that lecturer performance is supported by 
adequate resources and clear, transparent career pathways. By aligning organizational support with 
performance management systems, universities can promote sustainable academic career development 
and enhance overall institutional competitiveness [83]. 
 
4.2. Contribution of the Study 

This study contributes to the existing literature by integrating psychological, relational, and 
organizational factors into a unified framework to explain lecturer career success in private higher 
education institutions [84]. While previous research has typically examined these determinants in 
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isolation, the present study demonstrates how their combined and interactive effects shape lecturer 
performance and subsequent career outcomes [12]. By linking self-efficacy, job satisfaction, and 
professional networking to both lecturer performance and career success, this research provides a more 
holistic understanding of the mechanisms underlying academic career development [17]. 

Moreover, by focusing on private universities in Makassar, this study provides empirical evidence 
from a higher education context that remains relatively underrepresented in the global academic 
literature [85]. Much of the existing research on academic careers has been conducted in developed 
higher education systems, resulting in a limited understanding of career dynamics within developing 
institutional contexts [86]. 

The findings extend the current understanding of academic career development by demonstrating 
how individual capabilities, professional relationships, and institutional support collectively shape career 
trajectories [86]. In this regard, the study provides valuable insights that may inform institutional 
policies and strategic initiatives aimed at enhancing lecturer development and promoting sustainable 
academic career advancement in comparable higher education contexts [87]. 
 

5. Conclusions 
This study investigated the relationships among self-efficacy, job satisfaction, professional 

networking, lecturer performance, and career success, while also evaluating the moderating role of 
organizational support among lecturers in private higher education institutions in Makassar [88]. The 
findings demonstrate that individual psychological factors, workplace attitudes, and professional 
relationships play important roles in shaping academic performance and career development [89]. 

The results indicate that self-efficacy, job satisfaction, and professional networking significantly 
enhance lecturer performance [17]. Lecturers with strong confidence in their academic abilities, higher 
levels of job satisfaction, and extensive professional networks tend to exhibit greater engagement in 
teaching, research, and community service activities [90]. These findings highlight the important role 
of both intrinsic motivation and external professional relationships in strengthening academic 
productivity [91]. 

Furthermore, the study confirms that lecturer performance has a significant effect on career success 
[92]. Academic achievements in teaching, research productivity, and institutional contributions 
constitute the foundation for professional advancement within higher education institutions [93]. 
Importantly, the findings also indicate that organizational support strengthens the relationship between 
lecturer performance and career success, suggesting that institutional resources, policies, and 
recognition systems play a crucial role in translating individual performance into career advancement 
[94]. 

Overall, this study underscores the importance of integrating individual capabilities, professional 
collaboration, and institutional support in fostering sustainable academic career development [19]. 
Strengthening these interrelated factors may enable private universities to enhance lecturer 
performance while simultaneously supporting long-term career success within academia [95]. 
 
5.1. Future Research Directions 

Although this study provides important insights into the relationships among self-efficacy, job 
satisfaction, professional networking, lecturer performance, and career success, several directions remain 
open for future research to further expand and deepen this line of inquiry. 

First, future research may consider incorporating additional variables that could influence academic 
career development, such as leadership style, organizational culture, research collaboration intensity, 
and digital academic engagement [93]. Including these factors would provide a more comprehensive 
understanding of the institutional and environmental conditions that shape lecturer performance and 
career success [96] 

Second, this study was limited to private higher education institutions in Makassar. Future research 
may extend the scope of analysis to other regions or conduct comparative studies between private and 
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public universities to determine whether similar relationships are observed across different institutional 
contexts. In addition, cross-regional or cross-country comparative research could provide broader 
insights into how variations in higher education systems influence academic career trajectories [97]. 

Third, this study employed a cross-sectional research design, capturing the relationships among 
variables at a single point in time [98]. Future research is encouraged to adopt a longitudinal approach 
to provide deeper insights into the dynamic development of lecturer performance and career success 
across different stages of academic careers [99]. 

Finally, future research may benefit from the use of mixed-method approaches that combine 
quantitative analysis with qualitative techniques, such as interviews or case studies [100]. Such 
approaches could provide a more in-depth understanding of lecturers’ experiences, motivations, and 
challenges in pursuing academic career advancement [101]. 

By following these research directions, future studies can enhance the understanding of academic 
career development and support the development of more effective policies for lecturer development 
within higher education institutions [56]. 
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