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Abstract. Lecturers’ academic positions, university accreditation ratings, and
lecturers’ education levels that are not yet optimal indicate that lecturers’ perfor-
mance is still not optimal. The government’s efforts by providing scholarships,
training, and grants are a form of empowering lecturers. In addition, there are
research inconsistencies, which assume that knowledge sharing can improve lec-
turer performance is a concern, so the authors develop psychological empow-
erment variables as a form of renewal. The study aims to analyze the effect of
psychological empowerment on relationship knowledge sharing on lecturer per-
formance. This research method used descriptive verification with scale range
analysis and path analysis. The population of this research was all lecturers at the
University of Buana PerjuanganKarawang, with a sample of 119 respondents. The
results of this study reveal that the Knowledge sharing variable is in the high cat-
egory, the two psychological empowerment variables are in a good category, and
the performance of lecturers is in a good category. While the verification analysis
shows that there is a positive and significant influence of the knowledge sharing
variable on psychological empowerment. The effect of the psychological empow-
erment variable on the performance of lecturers shows a positive and significant
impact. The influence of the knowledge sharing variable on the performance of
lecturers through psychological empowerment shows a positive and significant
impact.

Keywords: Lecturer performance · psychological empowerment · knowledge
sharing

1 Introduction

The lowaccreditation achievement of Indonesian universities reached 2% in2019.Mean-
while, universities in Indonesia that have not been accredited reached 48%. 72% of
Indonesian lecturers are master’s degree holders and only 29.8% of Indonesian lecturers
are Doctoral degree holders [1]. The Academic Position of Lecturer or JAD in Indonesia
data shows less than optimal. Lecturers with JAD professors are around 1,275 people,
and lecturers who do not have JAD are around 89,350 people [1]. Law No. 14 of 2005
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revealed the duties of lecturers include transforming, disseminating, and developing sci-
ence and technology and the arts through research, education, and PPM (Community
Service), the result of this task becomes a lecturer’s performance which is called the
performance of the Tridharma Perguruan Tinggi (Three Services of Higher Education
comprising Education, Research and Community Service) [2]. The assessment of higher
education accreditation is based on the achievement of the Tridharma Perguruan Tinggi
[3].

Knowledge is an absolute thing that must be improved to be able to implement
the Tridharma Perguruan Tinggi successfully, the role of knowledge sharing in training
contributes to increasing the knowledge of each individual so that it can affect learn-
ing activities in the classroom, data sharing activities make it easier for colleagues to
complete work such as writing scientific journals, while sharing groups expertise can
increase competence according to their expertise [4]. Knowledge sharing plays an essen-
tial role in increasing individual competence. Both tacit and explicit knowledge can be
disseminated or developed through knowledge sharing. Knowledge-sharing culture can
encourage individuals to innovate [5]. Type-based knowledge sharing can have a positive
effect on research performance [6]. Various studies support the effect of knowledge shar-
ing on increasing performance. The coefficient of determination test shows the effect of
knowledge sharing on the performance of non-lecturer employees at Telkom University
by 23.3%, the remaining 76.7% is influenced by variables not examined in this study
[7], and the relationship between knowledge sharing and performance has a positive and
significant effect [8].

The results of other studies show that knowledge sharing does not significantly
affect the performance of lecturers, which is because the lecturers admit that the Uni-
versity has not provided a forum for exchanging information and disseminating knowl-
edge [5]. The difference in the research is an inconsistency that needs to be repeated
in the same research, but it is necessary to develop other variables that have a rela-
tionship between lecturer performance and knowledge sharing. Performance improve-
ments can be improved by empowering employees. Employee empowerment can also
encourage productivity. Lecturer empowerment has goals including maintaining work-
ability, improving lecturer performance, and work productivity as one of the academic
communities [9].

The government has made efforts to empower lecturers through scholarships for fur-
ther studies, education, training, and grants for research and lecture service.However, it is
still considered not optimal. Several studies discussed employee empowerment. Empow-
ermentmodels include skills, trust, communication, and responsibility for empowerment
results [9]. Other research studied employee empowermentmodels, including delegation
of authority, trust, credibility, confidence, communication, and responsibility [10]. The
other empowerment model consists of delegation, rewards, and management participa-
tion [11]. Empowerment at the level of individual analysis can be called psychological
empowerment. Psychological empowerment includes beliefs about one’s competence in
controlling and understanding the environment [12]. Psychological empowerment has a
significant positive relationshipwith job performance. If employee performancewants to
be improved, it can increase psychological empowerment [13]. Individual performance
has a positive and solid relationship with psychological empowerment [14].
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Psychological empowerment can be affected by knowledge sharing. Knowledge
sharing has a significant positive effect on the psychological empowerment of lecturers
at Semnan University [15]. Another study explained a positive and significant relation-
ship between knowledge sharing and the psychological empowerment of employees at
Kerman University of Medical Sciences [16]. This research describes the empower-
ment of lecturers, which includes knowledge sharing and psychological empowerment
to improve the performance of Indonesian lecturers’; however, the scope is limited by a
study at UBPKarawang as the population and sample boundaries. The study aims to ana-
lyze and examine the effect of knowledge sharing on the performance of lecturers through
psychological empowerment. Employee performance is an employee implementing the
results of work, goals or objectives, or standards by following the regulations in the orga-
nization [17]. Meanwhile, lecturer performance results from work-related to education
and learning, scientific research or development, community service, and other lecturer
support activities.

Indicators of lecturer performance are listed on the BKD/LKD or lecturer work-
load/performance reports regarding implementing education, conducting research,
implementing PPM, and supporting higher education Tridharma activities [18]. Psy-
chological empowerment is a process of self-motivation regarding the tasks assigned to
employees and is manifested into four cognitive aspects, including competence, effec-
tiveness, and choice [19]. Psychological empowerment indicators have four main com-
ponents: Meaningful work, Competence, Authority, and Impact [17]. Taktaz argued that
the identified psychological empowerment indicators consist of five elements: a sense of
competence, a sense of having the choice, a sense of success, a sense of work meaning,
and a sense of trust in others [19]. Srimardika argued that knowledge sharing is the abil-
ity of employees to communicate knowledge information and explain their knowledge
to other employees [20]. Knowledge sharing is measured based on two dimensions: 1)
Knowledge donation and 2) Knowledge collection [15]. The hypotheses of this study
are: H1: Knowledge sharing affects psychological empowerment. H2: Psychological
empowerment affects the performance of lecturers. H3: Knowledge sharing affects the
performance of lecturers through psychological empowerment.

2 Research Methods

This research applied a quantitative descriptive verification approach to interpreting the
questionnaire results descriptively for each variable and examined each relationship
between variables for verification. The population of research respondents was 170
people. The sample was 119 respondents, who were taken randomly from all lecturers
of UBP Karawang by using the Slovin formula (5% margin of error). The descriptive
analysis technique uses scale range analysis/total achievement of respondents, and the
verification analysis technique uses path analysis (Fig. 1).
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Fig. 1. Research Design.

3 Results and Discussion

Path equation as follows Y = 0.515X + 0.195M + 0.775. The direct influence of the
Psychological Empowerment variable on Lecturer Performance can be interpretedwith a
path coefficient of 0.195 or themagnitude of the effect is 0.195× 0.195= 0.038× 100%
= 3.8%. The direct and indirect effects of Knowledge sharing variables on Lecturer Per-
formance through Psychological Empowerment can be interpreted as follows: Indirect
effect, knowledge sharing on lecturer performance through psychological empowerment
= 0.471 × 0.195 = 0.018. The direct effect of knowledge sharing on lecturer perfor-
mance = 0.515. Total effect = 0.018 + 0.515 = 0.533 or magnitude 0.5332 = 0.284 or
28.4% (Figs. 2 and 3).

The hypothesis test of this study used the T-test and the Sobel test based on the results
of the t-test calculation and the Sobel test, it is obtained as follows.

H1: The effect of knowledge sharing on psychological empowerment used t-
test of t count = 5.781, while for t-table it is obtained with significance (df =
118, 0.05) t count = 1.98. Then obtained t-count = 5.781 > t table = 1.98 which
states that the effect of knowledge sharing on psychological empowerment is signif-
icant. H2: The effect of psychological empowerment on lecturer performance used
t-test of t count = 5.781, while for t-table obtained with significance (df = 118,
0.05) t count = 1.98. Then obtained t-count = 2.381 > t-table = 1.98 which states
that the effect of psychological empowerment on lecturer performance is signifi-
cant. H3: The effect of knowledge sharing on lecturer performance through psy-
chological empowerment, the Sobel test was used. Sobel test using the following
formula Z = ab/

√
([[(b]]2 · SE2

a) + [[(a]]2 · SE2
b)). Based on the Sobel test calcula-

tion, the z score is 2.216 > 1.96 as the critical z. Thus, psychological empowerment
significantly mediates the effect of knowledge sharing on lecturer performance.

Analysis of the description of the Knowledge sharing variable is in the high cate-
gory, this shows that UBP Karawang lecturers often share knowledge between lecturers,
however, the respondent’s achievement in the category is quite good because the average
TCR is at the level of 70%–79% which shows that knowledge sharing between lecturers
according to respondents at UBP Karawang is quite good. Analysis of the description of
the Psychological Empowerment variable is in the good to very good category, this shows
that UBP Karawang lecturers have developed psychological empowerment on work, but
the respondent’s achievement is in the quite good to very good category because the
average TCR is at level 78%–92% which shows that the psychological empowerment
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Fig. 2. First Path Model.
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Fig. 3. Second Path Model

according to respondents at UBP Karawang is quite good. Analysis of the description of
the performance of lecturers variable is in the good category, this shows that the lecturers
of UBP Karawang have worked well in learning, research and service, but the achieve-
ment of the respondents in the category of quite good to good because the average TCR
is at the level of 71%–83% which shows that the performance of lecturers according to
respondents at UBP Karawang is quite good.

Based on the first path model, the influence of knowledge sharing on psychological
empowerment shows a positive influence, as evidenced by the path coefficient of 0.471
or the magnitude of the influence of 0.222 or 22.2%, while other variables influence
77.8%.Moreover, the significance level is proven by the t-test of 5.781> t-table of 1.98.

Knowledge sharing is influential because the culture of employees at UBPKarawang
always shares knowledge, sharing skills between lecturers when the lecturer needs them.

The results of the study reveal that the influence of knowledge sharing significantly
on the psychological empowerment of lecturers at UBPKarawang, this study has proven
the results of Feiz [15] that revealed knowledge sharing had a significant positive effect
on the psychological empowerment of facultymembers at SemnanUniversity. In aworld
full of challenges, there is no doubt that the value of knowledge and learning can increase
self-competence. Using knowledge can achieve organizational learning and employee
empowerment, increasing individual value by sharing knowledge. On this basis, pride in
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work, confidence in completing assignments, and pride in recognizing self-efficacy are
high enough to become the personal motivation for lecturers to improve performance or
become self-motivation for other lecturers who have not excelled.

Based on the second path model, the influence of psychological empowerment on
lecturer performance shows a positive influence, as evidenced by the path coefficient
of 0,195 or the magnitude of the influence of 0.038 or 3.8%. Furthermore, the sig-
nificance level is proven by the t-test of 2.381 > t-table of 1.98. The results of the
significant influence of lecturer psychological empowerment on lecturer performance at
UBP Karawang, prove the research results by Abdul [21]. This study shows that psy-
chological empowerment and welfare are significantly and positively related to teacher
performance. Moreover, the results show that psychological well-being mediates the
effect of psychological empowerment on well-being. When the lecturer feels that the
level of psychological factors is high, the performance will be high [21]. Psycholog-
ical empowerment is influential because the level of self-confidence of employees at
UBP Karawang is high in achieving achievements; every time there is an achievement,
they always introduce themselves to others. This is expected to trigger other lecturers
to compete in achieving achievements. On this basis, the performance of lecturers can
improve, especially in every campus committee activity, which is always successful in
its implementation.

Based on the secondpathmodel, the direct influence of knowledge sharing on lecturer
performance shows a positive effect with a proven path coefficient of 0.515, while the
indirect effect of knowledge sharing on lecturer performance through psychological
empowerment, shows a positive influencewith evidenced path coefficient of 0.018. Thus,
the total influence of knowledge sharing on lecturer performance through psychological
empowerment is 0.533, or the magnitude of the effect is 28.4%. Although the magnitude
of the effect is not too far from the direct effect, the magnitude of the indirect effect still
has a significant influence, this is evidenced by the Sobel test with the result of z count of
2.216> z-critical of 1.96, which means that the knowledge sharing variable on lecturer
performance through psychological empowerment has a significant effect.

The result of the research is that knowledge sharing has a significant effect on lecturer
performance through psychological empowerment at UBP Karawang. This proves the
results of feiz [15] that revealed knowledge sharing has a significant positive effect on
the psychological empowerment of faculty members at Semnan University.

4 Conclusion

The study findings show that knowledge sharing has a significant effect on lecturer per-
formance through psychological empowerment at UBP Karawang. Enjang Suherman
contributed to finding research ideas from the existing problem phenomena and then
analyzing the data. Suroso contributed to collecting research data and collecting refer-
ences relevant to this research. The researchers would like to thank the lecturers of UBP
Karawang who have contributed as the respondents of this research. The researchers
also would like to thank the entire academic community of UBP Karawang who have
contributed to this research.
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