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Abstract

The Academic achievement is one of the performance indicators of lecturer at universities. The academic
achievement has influence either directly or indirectly for professors as well as for university. This research was
conducted for 364 lecturers, from the 24 universities at East Java. The research’s result show that all independent
variables have simultaneously influenced towards dependent variable. While, partially Motivation, Ability,
Problems have a significant influence towards Efforts in order to improve their academic achievement, while the
Opportunity, Organization Commitment, Population density, Distance of residence with College is not significant
against Efforts to improve academic achievement. Furthermore, Motivation has dominant influence towards
lecturer’s efforts in order to improve the academic achievement.

Keywords: Motivation, Problems, Ability, Organization Commitment, Population density, Distance of
residence, Academic Achievement.

1. Background

To develop achievement lecturer optimally then required lecturer efforts to improve academic merit and location.
Because of the location less support will affect work performance, mood, and change behavior. There is a
phenomenon that shows some professors do not take advantage of the opportunity and time to improve academic
achievement that materialized in the academic term. In accordance with the time that has been set by the State,
namely that at least 1 post of lecturer is done in a year, and promotion is done after at least 2 years. Possibilities in
improving the position of academic efforts can also caused by factors in improving the achievement of lecturer’s
efforts which include: motivations, capabilities, opportunities, problems and organizational commitment, as well
as the location of the lecturers include population and distance of lecrurer’s residence to the location of College.
Therefore, this research will focus on the development of model characteristics and accomplishments of the
Faculty Academic Lecturer in East Java.

2. Literature Review

Effort is the willingness, sincerity and the spirit of cooperation in achieving the goals, needs, expectations and
rewards (Hasibuan, 2003). Motivation has an important role in improving the academic achievement of a lecturer
with high motivation then it would encourage lecturer to conduct activities that could support in improving
academic achievement. Badra and Prawitasari (2005) states that motivation has a significant and positive impact
towards the lecturers performance in Akper, Sorong. Motivation is a personality and human behavior, something
that comes from within the concerned of humans (Uno and Hamzah, 2007). Maslow (Handoko, 1997) suggests
five needs: Physiological Needs, Sense of security needs, social needs, self esteem needs, and self-actualization
needs. (Blumberg dan Pringle (2001) stated that the opportunity should be defined widely not only individual
working environment. Opportunity to interact with the ability and motivation in creating a performance but as
ability and motivation, opportunity cannot stand on its own to create a performance.
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In this problem situation when someone facing a wide range of obstacles (problems) in their efforts to achieve a
goal. Process and efforts to overcome obstacles (problems) in order to achieve the goal which is illustrate a great
motivation (Munandar, 2001). Problems are environmental factors (external) from individuals who are not
profitable will be a thorn for an organization as well as individuals in improving academic term (Munandar,
2001). Our commitment to the Organization reflected workers beliefs about the company purpose and mission,
the ability to devote the effort and achievements of his ability to work, and the intention to continue work in such
companies (Newstrom and Davis, 1997). The research population is lecturer of East Java Universities which are
spread over 10 Colleges. This research is using a sample of representative who will provide you with results that
have the ability to be generalized.

To get the validation is done by the method of Purposive Sampling verification by taking those who voted by
researchers according to the specifications in order for the research to get data accurately.

3.Multiple Regression Analysis:

Regression Analysis Model is used to test the hypotheses. The model is as follows:

Y =a + b;Kl; + bKl; + bsKl; +b4KI14+ b5KI5+ ¢l LK, +¢c2 LK, + e
Description:

Y = Lecturer efforts in improving the academics achievement

KIl; = Motivation

Kl, = Ability, KI3=Opportunities, KI 4=Problems, Kls= Organization Comitment
LK = Population density and broad of the college

LK,= Distance respondents place to the college

by, by, b3, b4,b5= The regression coefficient the individual characteristics factor,
cl, c2 = The regression coefficient the location factor, e = Bully Factor

This model is used to find out whether the influence of Motivation, Skills, Opportunities, Problems, Commitment
to the Organization, Population density, and the Distance between the place of residence with the location of the
College on Efforts in improving academic achievement lecturer at universities in East Java.

Results and Discussion

Overview of Research

Respondents of this study were lecturers at the State Universities (PTN) and Private universities (PTS) in East

Java. The data were processed in this study is primary data obtained from questionnaires sent to respondents
directly.

Based on questionnaires distributed to faculty in a variety of state and private universities in East Java, it collected
questionnaires totaled 364, with details of 124 respondents in the first year, whereas 240 respondents in the
second. The entire questionnaire have been filled can be processed and analyzed further.

Respondents that have been collected in this study some 364 professors from 24 universities in East Java, the
following characteristics of the respondents who completed a questionnaire as shown in Table 5.1:
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General description of Respondents

Data Respondents
People (%)

Gender: Man 190 52,2%
Woman 174 47,8%
Total 364

Age 24 - 35 64 17,5%
36 — 45 131 36%
46 - 55 137 37,6%
> 56 42 11,5%
Total 364

Marriage Status: Married 355 97,5%
Not married 9 2,5%
Total 364

Education: S1 3 0,8%
S2 283 77, 7%
S3 78 21,4%
Total 364

Academic status: Assisstant 80 22,0%
Lector 193 53,0%
Senior Lector 85 23,4%
Professor 8 1,6%
Total 364

Source: Primary Data

5.2 Description of the variables

The following is a descriptive data based on the pattern of distribution of respondents in the questionnaires
measured using a Likert scale as follows: 1 for Strongly Disagree; 2 for Disagree; 3 for Less Agree; 4 for Agreel
and 5 for Strongly Agree.

The scoring on each alternative answers given by the respondents in accordance with the predetermined weights.
Based on the calculation or tabulation of descriptive data, the respondents’ answers on the given alternatives can
be determined. The following respondents on the research variables:

Motivation

Respondents’ answer as shown in Table 5.3 shows the highest proportion in the categories agreed (score 4) or as
many as 1082 score of 42.5 % and the second highest proportion contained in the category of strongly agree
(score 5) scores 806 or by 31.6 % . This is an indication that the majority of respondents agreed and strongly
agreed to variable motivation. Thus the motivation variables associated with obtaining a good rank in the earnings
improvement as motivation, welfare, or the welfare of the old days, extending the service life and increased social
status is considered very necessary in improving academic achievement by the respondents.

Motivation is a process where the needs to push someone to do a series of events that lead to the achievement of
certain goals, especially in meeting the ongoing needs of the very basic physiological needs. When it is fulfilled,
will be motivated to meet the needs of higher levels of the sense of safety about old age security, social needs,
needs up to a higher level of need. This is in accordance with the opinion of Maslow suggested that there are five
needs: physiological needs, safety needs, social needs, esteem needs and self-actualization needs. Furthermore
Maslow (in Stonerl, 1996) states that a person will be motivated to meet the needs of the most powerful, at a
given time, thus increasing the need for compliance with the highest of self-actualization as a lecturer. Badra and
Prawitasari (2005) stated that motivation has positive and significant impact on the performance of tenured
faculty at Akper, Sorong.
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Timpe (1993) stated that the two sides of motivation is important generation (behavioral activation) and direction
(mobilizing a particular direction). Motivation is a condition that drives employees to achieve organizational goals
(Karjantoro, 2004). Achievement motivation is the motive to succeed in carrying out the tasks or jobs motive to
obtain perfection. Such motive is an element of personality and human behavior , something that comes from
within the human in question (Uno and Hamzah , 2007).

Ability

Based on respondents’ answers to the variable ability of lecturers as shown in Table 5.4, showed the highest
proportion in the category capable (score 4) as 631skor or by 57.8% and the second highest proportion in the
category are quite capable (score 5) score as much as 263 or by 24 , 1%. This gives an indication that the majority
of respondents are able and capable enough to variable ability of lecturers. Thus the ability of faculty associated
with the ability to cooperate with other faculty, the ability to creativity in teaching methods, the ability to make
scientific work, and the ability to provide training to the community is considered by respondents are able and
capable enough in lecturers' academic achievement. Existence as a teacher to be able to take part successfully in
the world of education requires deployment capabilities. Deployment capabilities embodied in teaching and
learning and research, which would certainly affect academic achievement in the form of rank, in the office of
academic personnel. The higher a person's level of ability, the more activity in teaching and learning and research.
So it will increase the cumulative number that can be used to improve the position. This is in accordance with the
opinion expressed differences capability will directly influence the performance. Rao (1996), states that
employees who are very capable may just require very little effort to achieve high performance, whereas
employees with low ability may have to work hard to produce high performance. The things that can affect the
ability of employees according to the Hasley and Kossen (1991) is knowledge, initiative and attitude.

Opportunities

Based on respondents’ answers to the variable Opportunities as shown in Table 5.5, showed the highest proportion
in the large category (score 4) as 1387skor or 54.4% and the second highest proportion found in very large
category (score 5) or as many as 754 score was 29, 6%. This gives an indication that the majority of respondents
expressed a great opportunity to increase academic achievement and very large. Thus the opportunities associated
with teaching opportunities in fulfilling the number of credits, thesis guiding opportunities, opportunities to
conduct research, attend seminars chances of doing community service opportunities, and opportunities to write
scientific papers considered by respondents to have a great opportunity and very large in an effort to boost
achievement academic.

Barriers

Based on respondents’ answers to the variable resistance as shown in Table 5.6 , showed the highest proportion in
the category do not agree (score 4 ) or as many as 393 core by 36 % and the second highest proportion contained
in the agree category (score 3) as many as 267 or a score of 24.5 % . This gives an indication that the majority
(60.5 %) respondents who agree to constraints such outside activity, a long bureaucratic, campus policies as
procedures that inhibit academic achievement and there are enough states that the existence of obstacles in efforts
to increase academic achievement. Thus the barriers associated with other activities outside of teaching, lack of
funds, bureaucracy is too long in the management ranks, and uneven policies on all lecturers in providing teaching
load is considered by the majority of respondents did not agree that the constraints and there are some respondents
who expressly agrees that it is a bottleneck in efforts to increase academic achievement.

This is because when the lecturer basically have the strong ability, diligence to improve the academic
achievement will be able to achieve the desired performance, for Higher Education has made it easier to improve
the academic achievement of office is to carry out the (Tri Dharma) Three Obligation of College is an opportunity
to do research and doing community services funded Higher Education, though the possibility to obtain research
funding from the Higher Education and Community Service is also very difficult proposal required patience,
strong will, and of course the luck factor because it must compete with the hundreds of professors. While research
funding from universities is also limited compared to the number of existing faculty at the college, so not all take
advantage of these opportunities, so it will get a point value to be able to improve academic achievement.
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Organizational Commitment

Based on respondents' answers to the variable Organizational Commitment as shown in Table 5.7, showed the
highest proportion in the category are not strongly agree (score 4) or as many as 1290 score of 50.6% and the
second highest proportion contained in the agree category (score 5) scores as much as 922 or amounted to 36.2%.
This gives an indication that the majority of respondents (86.8%) who agree and strongly agree that with the
commitment of the organization as a form of business in improving academic achievement. Thus the
organizational commitment associated with sense of belonging college, felt bound emotional, and was tried in the
normal limits in an effort to succeed in college is considered by the majority of respondents strongly agree and
agree that as a form of organizational commitment in an effort to boost achievement academic. Commitment to
the organization is a lecturer attitude or an orientation to the organization that links the personal identity of the
organization's faculty, 86.8% of the organization's commitment to improving academic achievement. This is in
accordance with the opinion Newstrom and Davis (1997) which states that, at the organization's commitment to
workers' reflected beliefs about the mission and goals of the company, the ability to devote effort and ability in
work performance, and intention to continue working in the company or university.

Population Density

Based on respondents’ answers to the variable population density as shown in Table 5.8, showed that the
respondents were living in medium-sized city with a population density that is between 0.5 to 1 million people, as
many as 111 respondents or 30.5%, and 23.4% were in large cities that have a population density of 1-5 Million
People of the total respondents. It means that 53.9% of respondents residing in cities whose population is quite
dense, this will have an impact on teachers in an effort to improve academic achievement related with the
increasingly dense population effect on academic achievement. This is consistent with the notion that high levels
of density that can lead to decreased work performance and mood tend to be more moody, less helping behavior,
with other effects of increased crime, suicide, mental illness, and juvenile delinquency.

Distance respondents place with the college

Based on respondents' answers to the variable distance place with universities as shown in Table 5.9, shows that
the distance where the respondent lived with universities is at a distance of 5 km sd 10 km as many as 85
respondents or 23.4% of the total 364 respondents. Means many respondents residing at a distance of 5 - 10 km
from the place of teaching, it will have an impact on teachers in an effort to improve academic achievement, with
the assumption that the lecturers who reside far from the university where work has been feeling tired upon
arriving at work because of the traffic congestion during the journey so that upon arriving at work cannot work
optimally in improving academic achievement.

In a study with data obtained using a questionnaire as a data collection, it is necessary to test the validity and
reliability of the instrument of each variable. After the instrument and the data are valid, then the regression
analysis of the data research was conducted. The testing instruments following data:

Validity test is done to ensure that each item in accordance with the purposes of research questions. Valid
instrument means a measuring tool used to obtain valid data. Valid means that the instrument can be used to
measure what should be measured (Sugiyono, 2008:172).

Valid or not an instrument can be seen from the value of the correlation coefficient between the score of the item
with the total score by comparing the value of Corrected Item Total Correlation is critical to the value of r = r =
table, with the following conditions:

a) Determine Hypothesis:
HO: Score the questions positively correlated with the total score of the construct, then the questions are not valid.
H1: Score the questions are not positively correlated with the total score of the construct, then the questions valid.

b) The level of significance of 5% (0.05), then r table with degrees of freedom (n-2) can be found at = 0.113

c) Criteria for acceptance of the hypothesis

HO is accepted if r calculation <r tabel = 0.113, then HL1is rejected, meaning that the item in question is said to be
invalid.
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Validity test calculations with SPSS as shown in Table 5.10. that all instruments Corrected Item Total Correlation
values for each instrument all variables over critical value of r (0.113). This shows that all of the research
instruments each variable is accurate in support of the construct. It means that the instrument can be used to
measure what should be measured.

Reliability is a method that shows the extent to which a measuring instrument is reliable or unreliable, the
reliability could also be interpreted as a tool to measure a questionnaire which is an indicator of the variables or
constructs. According Ghozali (2001: 135), a construct or variable is said to provide reliable if the Cronbach
Alpha value > critical value (0.6000). Reliability of the test results are shown in Table 5.11, all variables
Cronbach Alpha value of the critical value (0.6000). So it can be concluded that the research instrumentation is
reliable, meaning that the measuring instrument used to measure a construct is relevant.

To determine the existence of multicollinearity by observing at the magnitude of VIF. VIF regression when
multicollinearity free <10 and tolerance values> 0.10 (Ghozali; 2006:124). The results of calculations shown in
Table 5.12. From Table 5.12 it can be concluded that all the value of all independent variables VIF <10 and
tolerance values> 0.10, it can be said there is no regression of the symptoms of multicollinearity. This means that
between the independent variables are not linear circuit occurs.

To determine whether there is autocorrelation between the independent variables by looking at the value of the
Durbin-Watson when positioned between between + 2. If the value is above the Durbin-Watson + 2, then there is
no autocorrelation. Test results with SPSS to determine the autocorrelation can be seen in Table 5.13:

The results show the value of the Durbin-Watson = 1,142 greater than +2, we can conclude there is no
autocorrelation. Because the DW value lies outside the + 2, meaning that the autocorrelation is equal to zero,
which means there is no autocorrelation.

Heteroscedasticity test is designed with the goal to identify an association or independent variables of the study of
the occurrence of the prediction error (standard error). If a regression model heteroscedasticity occurs, it indicates
that the regression model containing elements formed as a result of the refraction of the contribution of
independent variables (independent) to error estimation or prediction error (e).

One method used to determine the presence of heteroscedasticity is with the help of SPSS through the graphical
approach. With the provisions, if the location of the data points distributed around 0-Y and does not form a
specific pattern means not occur heteroscedasticity. To see heteroscedasticity as Figure 5.1

Heteroskedastisitas pada Regresi Linier Berganda
Scatterplot

Dependent Variable: Riwayat Jabatan

Regression Standardized Residual

Regression Standardized Predicted Value

The picture above shows that the data spread and does not form a specific pattern, which means that
heteroscedasticity is not happened.
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Multiple Regression Model

This analysis is used to simplify see the extent of the relationship between independent variables and the
dependent variable, in this analysis can be measured by the degree of closeness of the relationship between one
dependent variable and one or more independent variables.

Y =0.562 + 0.261 + 0.067 kI1 kI2 kI3 0.243 + 0.053 + 0.027 + KL4 ki5 1k1 0.204 + 0.011 + LK2 + e

Regression coefficients of the independent variables showed that the above equation can be described as:

1). A constant value of 0.562, can be defined if the variable is zero, then the value of the dependent variable will
be = 0.562, meaning that it shows the level of faculty efforts to improve academic performance without the
influence of variable independent t.

2) The value of the regression coefficient of 0.261 for Motivation can be interpreted that if the other independent
variables are constant, then with one unit increase of motivation, it will be able to increase the value of the
dependent variable of 0.261. Likewise, if the other independent variables are constant in means no addition, with
one unit increase motivation, it will be able to increase the value of the dependent variable of 0.261. Vice versa, if
there is one unit decrease in the dependent variable will decrease by 0.261, which means the greater the
motivation lecturer, then lecturer in the greater effort to improve academic achievement, assuming other variables
remain

3) The value of the regression coefficient of 0.067 for the ability of lecturers can be interpreted if the other
independent variables are constant in the sense that there are no additions, with one unit increase in teacher
ability, it will be able to increase the value of the dependent variable of 0.067. Vice versa, if there is a decrease of
one unit of the variable dependent variable, it will fall by 0,067. Regression coefficient of 0.067 for the
assessment of ability can be defined if the other independent variables are constant in the sense that no addition,
with the increase of the capacity assessment unit faculty, it will be able to increase the value of the dependent
variable of 0.067. Vice versa, if there is a decrease of one unit of the variable dependent variable, it will fall by
0.67 which means that the greater the greater the ability of faculty lecturer efforts in improving academic
achievement, assuming other variables remain constant.

4) The value of the regression coefficient of 0.243 for Opportunity means that if the other independent variables
are constant, with an increase of one unit of opportunities, it will be able to increase the value of the dependent
variable of 0.243. Vice versa, if there is one unit decrease in the dependent variable will decrease by 0.243. Value
for the regression coefficient of 0.243 can be interpreted Opportunities that if the other independent variables are
constant in the sense that there are no additions, with one unit increase in opportunities, it will be able to increase
the value of the dependent variable of 0.243. Vice versa, if there is one unit decrease in the dependent variable
will decrease by 0.243. which means greater opportunities lecturer, then lecturer in the greater effort to improve
academic achievement, assuming other variables remain.

5) The value of the regression coefficient for the resistance of 0.053 means that if another independent variable is
constant in the sense that no addition, with the increase of the resistance unit, it will be able to increase the value
of the dependent variable of 0.053. Vice versa, if there is one unit decrease in the dependent variable will decrease
by 0.053. Regression coefficient for the Barriers (K14) of 0.233 means that if another independent variable is
constant in the sense that no addition, with the increase of the resistance unit, it will be able to increase the value
of the dependent variable of 0.053. Vice versa, if there is a decrease of one unit then the dependent variable will
decrease by 0.053, which means the greater the resistance the smaller faculty lecturer efforts in improving
academic achievement, assuming other variables remain.

6) The value of the regression coefficient of 0.027 for the organization's commitment means that if another
independent variable is constant in the sense that there are no additions, with one unit increase organizational
commitment, it will be able to increase the value of the dependent variable of 0.027. Vice versa, if there is one
unit decrease in the dependent variable would fall by 0,027. Regression coefficient of 0.027 for Organizational
Commitment means that if another independent variable is constant in the sense that there are no additions, with
one unit increase organizational commitment, it will be able to increase the value of the dependent variable of
0.027. Vice versa, if there is one unit decrease in the dependent variable would fall by 0,027 which means that the
greater the commitment, the greater the Organization lecturer faculty efforts to improve academic achievement,
assuming other variables remain.
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7) The value of the regression coefficient for population density of 0.204 means that if another independent
variable is constant in the sense that there are no additions, with one unit increase in population density, it will be
able to increase the value of the dependent variable of 0.204. Vice versa, if there is one unit decrease in the
dependent variable will decrease by 0.204. Value for the regression coefficient of 0.204 Population density means
that if another independent variable is constant in the sense that there are no additions, with one unit increase in
population density, it will be able to increase the value of the dependent variable of 0.204. Vice versa, if there is
one unit decrease in the dependent variable will decrease by 0.204 which means that the denser the population
hence smaller faculty efforts to improve academic achievement, assuming other variables remain.

8) The value of the regression coefficient for the distance of a residence with PT (LK2) of 0.077 means that if
another independent variable is constant in the sense that no addition, with the increase of the distance unit
residence with PT, it will be able to increase the value of the dependent variable for 0.077. Vice versa, if there is
one unit decrease in the dependent variable will decrease by 0.077 which means that the further the distance
quarters the greater faculty lecturer efforts in improving academic achievement, assuming other variables remain.

9) The value of the regression coefficient for the distance of a residence with PT of 0.011 means that if another
independent variable is constant in the sense that no addition, with the increase of the distance unit residence with
PT, it will be able to increase the value of the dependent variable of 0.011. Vice versa, if there is one unit decrease
in the dependent variable would fall by 0,011 which means that the further the distance, the greater faculty
lecturer efforts in improving academic achievement, assuming other variables remain.

Hypothesis testing

1) Test for Simultaneous Effects

a. Hypotheses:

HO: There is no significant effect simultaneously between the independent variable on the dependent variable.
H1: There is significant simultaneous effect between the independent variable on the dependent variable.

b. Criteria for acceptance of the hypothesis
HO is not rejected if the value of sig> a (5%), then H1 is rejected
HO is rejected if the value of sig <a (5%), then H1 is accepted

As the tables above, the test results together of independent variables on the dependent variable showed that the
calculated F value of 3.512 and significance rate of 0.001, then Ho is rejected, meaning that all the independent
variables simultaneously significant effect on the dependent variable. This proves that the hypothesis which states
that Motivation, Opportunities, Barriers, Ability, Organizational Commitment, Population density, and Distance
residential simultaneous influence on the dependent variable is proved.

2) Partial test

a. hypothesis:

HO: There is no partial effect between the independent variable on the dependent variable.
H1: There is a partial influence of the independent variable on the dependent variable.

b. Criteria for acceptance of the hypothesis

HO is not rejected if the value of sig> a (5%), then H1 is rejected

HO is rejected if the value of sig <a (5%), then H1 is accepted

It shows that for the variable Motivation, Opportunity, and the population density significanly influence on
academic position, because it significant value < 0.05, while the lecturer ability, barriers, organizational
commitment, and the distance to the college residence does not have a significant influence on academic position,
because the value is > 0:05. Motivation plays an important role in improving the academic achievement of a
teacher with high motivation it will encourage faculty to engage in activities that can support in improving
academic achievement to engage in Three Obligation of University which ultimately can support improved
academic achievement that positions academic. Timpe (1993) stated that the two sides of motivation is important
behavioral activation and mobilizing a particular direction. Motivation is a process where the needs push someone
to do a series of events that lead to the achievement of certain goals. Particularly in meeting the ongoing needs of
the very basic physiological needs, when it is fulfilled, will be motivated to meet the needs of higher level,
namely sense secure about old age security, social needs, needs up to a higher level of need.
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Opportunity is an open condition in the future that has never been experienced by a person or organization that is
different from or ever being experienced, and contain uncertainty. Mulyadi (2001) Blumberg and Pringle (2001)
stated that the opportunity should be broadly defined not only individual working environment. Opportunity
consist of several configurations that surround a person's power and duties that would facilitate or impede the
performance of the person and are beyond one's control. Opportunity to interact with the ability and motivation in
creating performance but such ability and motivation, opportunity cannot stand alone to create a performance . In
the corporate world or education opportunities to use maximum capacity not utilized by all faculty or employees.
Similarly, there is sometimes a chance but his skills cannot meet the needs of the company or university that one
should strive to improve his capabilities in accordance with the company expected to be able to capture these
opportunities

Population density increased significantly influence academic achievement this is caused by the presence of
intense competition, existing problems complexity in the environment, it can determine academic achievement.
This affects the pattern of behavior that has to do with a person or group of people. This includes personality and
defense against interference from outside. High population density may result in decreased work performance and
mood tend to be more moody, less helping behavior, with other effects of increased crime, suicide, mental illness,
and juvenile delinquency.

Coefficient of Determination (R) and Correlation Coefficient (r)
Used to find the influence of the independent variables to the dependent, if the correlation is close to 1 or more>
0.80, it can be said fairly strong correlation.

1) The correlation coefficient (r)

Look at the table of the correlation coefficient of each variable motivation of 0.134 means that the magnitude of
the effect of 13.4% of the variable Achievement lecturers, lecturers Fit variable of 0.30 means that the magnitude
of the effect of 3% toward achievement variable lecturer. Opportunities variables influence the magnitude of
0.105 means that 10.5% of faculty performance variables. Barriers variable of 0.028 means that the magnitude of
the effect of 2.8% of the faculty performance variables.

Organizational commitment variables of 0.009 means that the magnitude of the effect of 0.9% of the faculty
performance variables. Variable density of 0.161 means that the magnitude of the effect of 16.1% of the
performance variables and variable spacing faculty residence at College of 0.010 means that the magnitude of the
effect of 1.0% of the performance variables lecturer

2) The coefficient of determination (Adjusted R2)

To determine the value of the coefficient of determination can be seen in Table 5:15 of 0.046 means that the
independent variables can only explain 4.6% of the academic position. While the remaining 85.4% is explained
by other variables not included in this model

Conclusions and Suggestion

Conclusion

1. Based on statistical tests, it can be concluded that the variable Motivation, Opportunity, and the population
density is partially have a significant impact on academic achievement lecturer. While together all the dependent
variables (motivation, opportunity, ability, Barriers, population density, and distance to the university residence)
can significantly affect academic achievement.

2. Population density variables have a dominant influence.

3. Implementation of the model is still in process.

Suggestion

1. To motivate faculty to perform Tri Dharma University in order to improve academic achievement.

2. Provide an opportunity for faculty to participate in the Tri Dharma University, so it can be faster in improving
academic achievement.

3. By increasing the ability of teachers through seminars, lectures allow S3, and can improve the ability of faculty
to conduct Tri Dharma University so that it will also increase the faculty who strive to improve academic
achievement
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4. Reducing barriers to providing adequate funding to do research, so eager to do the research faculty perform
community service which is one element to improve academic achievement, reduce bureaucracy and reduces long
busyness other than teaching.

Limitations:

1. Samples taken consists of 24 universities with a limited number of respondents
2. Sampling is done in a relatively short period
3. Using a quantitative approach that does not explore the deeper information of the respondents
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