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INCREASING THE INCOME GENERATING: THE ROLE OF 

STAFF PARTICIPATION AND AWARENESS  

 

ABSTRACT 

The study examines empirical evidence of factors influencing university income-

generating performance. Then, this study presents the direct and indirect effects of satff 

awareness, staff participation, and top management support on income-generating 

performance. A questionnaire-based survey collected 111 valid responses. Surveys were 

distributed to the appointed persons in charge of each unit, faculty, and university. Then, 

the data were analyzed using a Structural Equation Model with WarpPLS. The results 

show that managers’ awareness influences top management support. Top management 

support also affects income-generating performance, so it impacts the role of top 

management support, which can mediate the influence of managers’ awareness on 

income-generating performance. On the other hand, managers’ participation cannot 

influence top management support and income generating performance, so top 

management support cannot mediate the effect of managers’ participation on income 

generating performance. 

Keywords: staff awareness, staff participation, income generating performance, top 

management support 

 

Background 

One of the efforts is to improve the quality and quantity of management of academic 

business units, supporting business units, and commercial business units within 

Universitas Negeri Semarang (UNNES) so that these activities can run professionally, 
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effectively and efficiently. They can be accounted for UNNES as a Higher Education 

Institution, and they need to explore sources of funds that are not only from education 

funding but also from other sources of funds. In general, income at Universitas Negeri 

Semarang (UNNES) is divided into two categories: income received from academic and 

non-academic aspects. Income originating from the academic aspect is the Single Tuition 

Fee (STF), while non-academic income consists of program grants, fees for conducting 

national/international seminars, workshops, room service providers for celebrations, 

laboratory rent, canteen/room rental, journal management incentives (Mahmud et al., 

2022). 

Income from academic/educational services (STF) has an intercept number already 

established because the amount of student STF is visible with relatively straightforward 

calculations. The STF amount for each batch is relatively straightforward; just waiting 

for the payment timing. It is different from the nature of non-academic/educational 

income. The characteristic of non-academic/educational service income has an intercept 

value (in the regression line) of IDR  0 at the beginning of each year. Increasing income 

by IDR  1 Billion from the previous year's realization is not an easy job because it always 

starts with IDR  0. If the previous year's realization is IDR  50M (for example), then 

increasing IDR  1 Billion to IDR  51 Billion does not mean "only" adding IDR  1 Billion, 

meaning that the income generating performance target is IDR  51 Billion. 

The university is still trying hard to be able to increase the income-generating 

intercept of each unit. Moreover, realizing the 51 Billion target, it is necessary to have 

sustainable business units and non-academic service units to increase the intercepted 

number. The form of work unit participation is directed at the emergence of practical 

ideas from each work unit which becomes a strong desire for the work unit to realize. If 
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going-concern business units have been formed, the income potentials can be described 

more clearly. The observations in each unit show that there are still several obstacles, 

including the manager's lack of transparency about the number of funds obtained and 

reported. The following research resulted in the findings that the problems were 

unaccountable, unprofessional management, not transparent, and not compliance with the 

policies set by the university (Siswanto et al., 2013). 

The management's participation includes determining the increase in income 

generating so that all business unit activities can be carried out effectively (Adan & 

Keiyoro, 2017). Managers are also involved in making decisions about income-

generating activities or projects, so creative and innovative ideas are needed (Adan & 

Keiyoro, 2017), (Groen et al., 2017), (Nyamwega, 2016). The managers’ role in 

commitment and motivation can provide strong support for income-generating 

performance. The commitment and motivation of managers are shown, among others, 

through efforts to be able to contribute thoughts and energy and make the right decisions 

(Iravo, 2014) (Miranda & Celestino, 2016), (Kipkoech, 2018). 

Managers’ awareness of all income-generating activities can also improve 

organizational performance (Chang et al., 2021). Self-awareness is an extension of the 

self, reflecting how an individual understands and evaluates himself in his work (Arqawi 

et al., 2018), (Rigolizzo & Zhu, 2020). With the help of self-awareness, one is empowered 

to make changes, build strengths, and identify places to improve (Chang et al., 2021), 

(Rigolizzo & Zhu, 2020). Furthermore, leadership policies related to income-generating 

management mediate the participation of managers (Kerei, 2014) and awareness (Liu & 

Gao, 2021) of the performance of income-generating staff in the implementation of 

income-generating. 
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Literature Review and Research Hypotheses Development 

Institutional Theory 

Institutional theory is arguably a popular and powerful explanatory tool for studying 

organizational problems, including those in the context of higher education. This theory 

has become a popular and powerful tool for explaining individual and organizational 

actions. It emphasizes both the dependence of individual actions on institutions and the 

role of individuals within an institution for institutional change. A trend in the field 

suggests that the institutional environment is relatively complex. This theory also explains 

the relationship between organizations and the environment and conflicts between 

personal interests among stakeholders. The new institutional theory explains 

organizational stability by considering the legitimacy imperative (Cai et al., 2015). 

 

Staff Awareness 

Awareness refers to a person’s conscious experience of the content of thoughts, 

including their breadth and clarity (Mikulas, 2011). (Brown & Ryan, 2003) suggest that 

awareness is the background of the awareness "radar," by which they continuously 

monitor the external and internal environment. A person may be aware of a stimulus 

without being in the center of attention. Managers’ awareness can affect performance. 

Awareness enables individuals to be more receptive to the development of their 

environment, enabling them to respond effectively to challenges and changing situations 

(Dane, 2011; Salvato, 2009; Weick & Sutcliffe, 2006). Awareness of any practice or 

phenomenon is vital as it leads to proper implementation and facilitation. When 

employees are aware of their environmental work practices, they will use innovative work 
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practices, ultimately affecting the performance of individuals and the organization as a 

whole (Garg & Lal, 2015). Furthermore, (Garg & Lal, 2015) states that awareness of 

practice reduces fear of uncertainty and concern about changes occurring in an 

organization.  

Aware staff are relatively easier to adapt to new practices than unaware 

employees. One form of the new practice in universities is the implementation of income 

generating. Every work unit at the university has the opportunity to generate income. In 

this case, increasing revenue is one aspect of improving the organization’s overall 

performance. Managers who have awareness in collecting all income-generating 

activities will have an impact on improving performance. Managers’ awareness is 

reflected in the innovative practices implemented in each program. Then, managers with 

a high level of awareness can also deal with any policy changes in the organization. 

Management awareness is essential so that the organization can survive in a constantly 

changing environment and have high competitiveness. 

 

Staff Participation 

Staff participation is a process by which staff can take control over their work and 

conditions by devoting involvement in making decisions regarding their work (Strauss, 

2006). In the process, employees share decision-making power regarding their duties with 

their superiors (Khalid & Nawab, 2018). Participation can be informal, formal, 

consultative, delegative, and direct or indirect. It is also stated by (van der Westhuizen et 

al., 2012), which defines managers’ participation as the totality of direct (personal or with 

the owner) or indirect (through owner's representation) forms in which individuals or 

groups guarantee their interests or contribute to the decision-making process. Each work 
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practice's form of managers’ participation is examined (Khalid & Nawab, 2018). It 

consists of the capacity to influence the design or change in organizational systems in 

which employees are involved and may also take the form of consultation on broad and 

long-term organizational issues. These forms of participation affect employee retention, 

organizational productivity, and efficiency (Bhatti, K. and Nawab, 2011). 

Based on the concept of managers’ participation, (Tchapchet et al., 2014) revealed 

that there are several benefits for employees and owners, including 1) making employees 

participate in decision-making is an acknowledgment of the vital role that employees play 

in an organization and also recognition of their economic rights; 2) involving employees 

in decision making is a form of the democratic principle in the workplace where 

employees can take more significant influence in decisions that will affect their lives at 

work; 3) Involving employees in decision making will help to reduce retention, 

absenteeism, number of complaints, and will result in a more cooperative relationship 

between management and workforce.  

Participation that encourages employee involvement in decision-making will 

impact improving performance. In income-generating universities, managers of work 

units with a high participation level will encourage more effective decision-making. In 

this case, the manager can provide innovative ideas or ideas to increase income 

generating. When the work unit manager makes decisions, they will feel motivated to 

work and be responsible for improving their performance, one of which is increasing 

income. 

 

Leadership Policy 
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Top management support is one of the essential factors in driving a project's 

success (Ahmed & Mohamed, 2017). Leadership policy is one form of top management 

support that can affect the implementation of income generating. A policy will 

continuously evolve, from distributing or mentioning income or benefits from different 

income-generating activities or projects to various stakeholders or university entities 

(Kiamba, 2004). (Grizzle & Pettijohn, 2002) states that the policy of implementing 

income generating is a dynamic process in the form of the interaction of many factors. 

Four factors play a role in implementing a public policy: communication, resources, 

disposition or attitude, and bureaucratic structure (Siswanto et al., 2013).  

The leadership policy in implementing income generating is one of the practical 

control tools in implementing income generating activities for each work unit. Thus, the 

policy can be a factor in encouraging increased income generating. Leadership policies 

can be a mediating factor for managers’ awareness and participation to increase income 

generating. Managers with high awareness and participation will devote all efforts to 

encouraging good performance. Involvement in decision-making related to income-

generating implementation can create good income-generating policies, encouraging 

increased income generating. 

 

Based on the above mentioned, this study develops as follows: 

H1. Staff awareness influences the income-generating performance 

H2. Staff participation influences the income-generating performance 

H3. Staff awareness influences top management support 

H4. Staff participation influences top management support 

H5. Top management support influences income-generating performance 
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H6. Staff awareness has an influence on income-generating performance through top 

management support 

H7. Staff participation influences income-generating performance through top 

management support. 

 

METHOD 

Research design 

This quantitative research emphasizes the analysis of numerical data or numbers 

obtained by statistical methods and is carried out in inferential research or to test 

hypotheses so that the significance of the relationship between the variables studied is 

obtained. The procedure of this research is first to determine the central theme or problem 

management related to the implementation of income-generating in each unit, faculty, 

and study program. At this stage, an analysis was conducted by searching for literature 

sources and observations in units within the UNNES environment. Furthermore, 

analyzing the internal control of income generating implementation by reviewing 

international journal articles and making research instruments. After that research, data 

processing. The results and discussions are carried out together to obtain 

recommendations and outputs. Recommendations are used as material for evaluating the 

implementation of the income-generating program at UNNES.  

 

Population and Research Sample 

One of the research topics in the social humanities field in the Strategic Plan of 

Universitas Negeri Semarang (Rienstra UNNES) is the socio-economic field. In this 

research, the socio-economic field studied is about the addition of income (income 
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generating). Through the flexibility of financial management, universities get incentives 

to generate income through the services provided and the use of physical and non-physical 

assets. University performance measures from a financial perspective seem to be the most 

important after a customer perspective. Therefore, university income is exciting to study 

because it is very diverse.  

The population of this study is the unit leader and the person in charge of activities 

that generate income. Based on the income-generating data at the university, there are 

150 managers in eighteen work units. Using the Slovin formula, the number of samples 

obtained is 125 with a degree of leniency of 5%, then the number of respondents who fill 

out the questionnaire is 111. The samples are taken by simple random sampling. 

 

Research variables 

The research variables consist of the dependent variable, the mediating variable, and 

the independent variable. Income generating performance is the dependent variable, while 

the participation and awareness of managers are independent variables, and top 

management support is a mediating variable. Income generating is the performance 

shown by the results of the mechanism of all activities generating income. The research 

instrument was developed using income-generating performance indicators: 

accountability, profitability, transparency, and competitiveness (Towett et al., 2019). The 

instrument is divided into several parts using a Likert scale of 1-5 to assess respondents' 

responses. 

Manager awareness is an extension of self, reflecting how an individual understands 

and evaluates himself in his work. The manager's awareness indicators are self-values 

and moral sense (Chang et al., 2021). Furthermore, the participation of managers is the 



10 

role of managers' involvement in the implementation of income-generating, with 

indicators of work motivation and commitment (Adan & Keiyoro, 2017). The research 

instrument uses a Likert scale of 1-5 to assess respondents' responses.  

Top management support is the Rector's policy support for implementing income 

generating. Top management support indicators provide resources, structural 

arrangements, communication, expertise, authority, and power. Instrument development 

using top management support research instruments (Ahmed & Azmi bin Mohamed, 

2017) with a Likert scale of 1-5. Here is the research model. 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1. The Research Model 
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Data collection methods used are questionnaires and documentation. Questionnaires 

are used to explore income-generating implementation, while documentation is used to 

obtain data on the number of managers and unit leaders. This study uses statistical 

analysis to answer research questions and test hypotheses by analyzing and testing 

empirical models. The first data analysis was descriptive; it was to find out and explain 

the general description of the respondents and the description of the variables. Respondent 

identification was carried out by descriptive analysis using trend data such as age, gender, 

and educational background. 

The next step is testing the research hypothesis using Structural Equation Modeling 

(SEM) with the WarpPLS approach. Using the structural analysis model explains the 

relationship and interdependence of research variables. This model was developed as an 

alternative for situations where the theoretical basis for the model's design is weak or has 

not been found, and some indicators do not meet the reflective measurement model, so it 

is formative. PLS is a powerful analytical method because it does not require many 

assumptions, and the sample size can be small or large. Besides being able to be used as 

a confirmation of theory (hypothesis testing), PLS can also be used to build relationships 

for which there is no theoretical basis or for testing propositions. 

 

Results and Discussion 

Result  

Measurement Model 

The validity and reliability of the research questionnaire are needed before testing 

the hypotheses. The study conducted a convergent and discriminant validity test on the 

research instrument. Convergent validity is part of the measurement model, usually 
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referred to as the outer model in SEM-PLS. The criteria used to determine whether the 

questionnaire is valid or not refers to the loading factor being more than 0.05. 

The results of the simultaneous equation structure analysis with the Warp Pls 

approach on the combined loadings and cross-loading table show that each indicator on 

staff awareness (SA), staff participation (SP), top management support (TMS), and 

Income Generating Performance (IGP) has a loading factor which is more than 0.05 and 

each is significant (p<0.001). Discriminant validity is fulfilled if the average variance 

extracted (AVE) from the extracted average variation must be higher than the correlation 

involving the latent variable. The results for AVE show 0.599, 0.762, 0.691, and 0.732.  

These results indicate that the question items given to the respondents are valid and can 

be used to measure the constructs of the study. The reliability test also shows Cronbach’s 

alpha’s > 0.7 and composite reliability > 0.8. The loading factor of SA, SP, TMS, and 

IGP cronbach’s alpha result show 0.916, 0.728, 0.963, and 0.72. The result of composite 

reliability for SA, SP, TMS, and IGP are 0.930, 0.865, 0.967, and 0.974. These results 

explain that the question items on the research variables consistently measure each 

variable or are reliable and can be used. The tests on the outer model show that the 

construct meets validity and reliability. It can be seen in table 1 and table 2 below. 

Table 1. Outer Model Results 

Construct 

Loading 

Factor 

AVE 

Cronbach’s 

Alpha 

Composite 

Reliability 

Staff Awareness  0.599 0.916 0.930 

Able to improve the position and reputation of the university 0.776    

Provide maximum service to service users 0.814    

Help develop organizational and functional structures 0.788    

Provide activity information properly and correctly 0.758    

Continuously create staff efficiency 0.726    
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Creating changes in information systems and computers 0.801    

Creating conditions that can increase employee engagement 0.688    

Encouraging organizational loyalty 0.788    

Open in giving criticism and suggestions 0.814    

Staff Participation (SP)  0.762 0.728 0.865 

Contribute to decision making involving types of Income 

Generating Activities 

0.873    

Organize every activity to participate in increasing Income 

Generating 

0.873    

Top Management Support  0.691 0.963 0.967 

The leader provides sufficient resources to the project team to 

complete the project successfully 

0.805    

Leaders provide adequate resources for effective system 

implementation in the face of organizational change 

0.832    

Leader develops strategy and ensures project structure to 

achieve project objectives 

0.823    

Leaders focus on strategic and structural planning to improve 

organizational efficiency and market value 

0.840    

Leaders encourage intensive communication about project 

implications related to systems and organizational changes to 

project team members and project stakeholders 

0.905    

Leaders create effective communication strategies to improve 

project and organizational efficiency 

0.831    

Leaders have relevant experience and expertise in managing 

projects 

0.860    

Leaders track performance and provide income generating 

managers with feedback on their performance 

0.857    

Leaders often use their authority to implement best project 

management practices within the organization 

0.837    

Leaders use their authority to define clear roles and 

responsibilities of project stakeholders 

0.810    
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Leaders empower income generating managers to complete 

each activity 

0.719    

Leaders encourage income generating managers to experiment 

and take calculated risks 

0.860    

Leaders provide motivation and direction to managers of 

income generating 

0.819    

Income Generating Performance 0.732 0.972 0.967 

There is a plan for the amount of income generating targeted 

by each unit 

0.901    

The manager or person in charge of the activity is able to 

present the implementation of activities that generate income 

in an open, fast, and accurate manner 

0.863    

The manager or person in charge of the activity can provide 

the best service for participants / service users 

0.901    

The manager or person in charge of the activity is able to build 

a conducive entrepreneurial climate 

0.878    

The manager or person in charge of the activity is able to 

account for the policies taken proportionally 

0.799    

Manager or person in charge of responsive activities for each 

service user 

0.867    

The manager or person in charge of the activity has clear duties 

and responsibilities 

0.865    

In carrying out their duties and responsibilities, there is no 

throwing of jobs 

0.861    

There are clear regulations regarding the implementation of 

income generating in each unit 

0.818    

There are clear standard operating procedures in the 

implementation of income generating in each unit 

0.853    

The distribution of income generating sharing is clearly 

defined and known by the unit leader 

0.818    
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The manager or person in charge of the activity is protected 

from external party intervention in implementing income 

generating 

0.804    

There is monitoring of the implementation of income 

generating in each unit 

0.858    

There is an evaluation of the implementation of income 

generating in each unit 

0.881    

 

Table 2. Fornell-Lacker 

 SA SP TMS IGP 

Staff Awareness (0.774) 0.06 0.595 0.608 

Staff Participation 0.066 (0.873) -0.084 -0.086 

Top Management Support 0.764 -0.084 (0.832) 0.785 

Income Generating Performance 0.595 -0.086 0.785 (0.855) 

 

Hypotheses Testing 

Model Fit and Quality Indices 

The research hypotheses were analyzed by using structural equation modeling 

with WarpPLS. In summary, the fit and quality indices model is presented in Table 3. 

Table 3. Results of Fit Test and Quality Indices 

No. Model Fit and Quality Indices Fit Criteria Results Notes 

1. Average path coefficient (APC) P = 0.002 

0.335 

P<0.001 

Accepted 

2. Average R-squared (ARS) P < 0.001 

0.624 

P<0.001 

Accepted 

3. 

Average adjusted  

R-squared (AARS) 

P < 0.001 

0.616 

P<0.001 

Accepted 

4. Average block VIF (AVIF) Accepted if <= 5, ideally <= 3.3 1.629 Ideal 
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No. Model Fit and Quality Indices Fit Criteria Results Notes 

5. 

Average full collinearity  

VIF (AFVIF) 

Accepted if <= 5, ideally <= 3.3 2.617 Accepted 

6. Tenenhaus GoF (GoF) 

small >= 0.1, 

medium >= 0.25,  

large >= 0.36 

0.722 

Large, 

Accepted 

7. Sympson's paradox ratio (SPR) Accepted if >= 0.7, ideally = 1 1.000 Accepted 

8. 

R-squared contribution  ratio 

(RSCR) 

Accepted if >= 0.9, ideally = 1 1.000 Accepted 

9. Statistical suppression ratio (SSR) Accepted if >= 0.7 1.000 Accepted 

10. 

Nonlinear bivariate  causality 

direction ratio (NLBCDR) 

Accepted if >= 0.7 1.000 Accepted 

 

The research hypotheses were analyzed using structural equation modeling (SEM) 

with the WarpPLS approach. Model Fit and Quality Indices indicators include Average 

Path Coefficient (APC), Average R-squared (ARS), Average Variance Inflation Factor 

(AVIF), Average full collinearity VIF (AFVIF), Tenenhaus GoF (GoF), Sympson's 

Paradox Ratio (SPR), R-Squared Contribution Ratio (RSCR), Statistical Suppression 

Ratio (SSR) and Nonlinear Bivariate Causality Direction Ratio (NLBCDR). 

The output results of Table 4 show that the indicator value of APC = 0.355, ARS 

= 0.624, and AARS = 0.616. The three indicators were significant at p < 0.001, far from 

the criteria for p < 0.05, so all of them fulfilled the good criteria. The indicators AVIF = 

1.629 and AFVIF = 2.617 are ideal and accepted because they are far below 5, so there is 

no multicollinearity between the independent variables. The GoF value, which measures 

the model's explanatory power of 0.722, is included in the ideal criteria. The SPR, RSCR, 

SSR, and NLBCDR indicators are worth 1,000, so they meet the ideal criteria. The 

conclusion is that the model from this study fits with the data so that it can continue the 
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next test. The following is an image of the research model and the results obtained based 

on data processing using the WarpPLS 6.0 program (Table 5). 

Hypothesis testing in WarpPLS analysis using t-test. The decision rule for 

hypothesis testing is as follows: if the P-value is 0.10 (alpha 10%), it is said to be weakly 

significant. If the P-value of 0.05 (alpha 5%) is significant, and if the P-value is 0.01 

(alpha 1 %), it is said to be highly significant. Based on data processing, the output path 

coefficients and P-values are obtained in Table 4 and Table 5 below. 

Table 4. Hypotheses Testing Results (Direct Effect) 

Hypothesis 

Relationship between variables Path 

Coeff. 

P-value Notes 

Explanatory Variable > Responded Variable 

H1 Staff Awareness (SA) > Income Generating 

Performance (IGP) 

-0.01 0.46 Rejected 

H2 Staff Participation (SP) > Income Generating 

Performance (IGP) 

-0.09 0.17 Rejected 

H3 Staff Awareness (SA) > Top Management 

Support (TMS) 

0.77 <0.01 Accepted 

H4 Staff Participation (SP) > Top Management 

Support (TMS) 

-0.13 0.10 Rejected 

H5 Top Management 

Support (TMS) 

> Income Generating 

Performance (IGP) 

0.77 <0.01 Accepted 

 

The test results in Table 4 show that the path coefficient of staff awareness to 

income-generating performance is -0.01, P-value 0.46 or > 0.05. It means that there is no 

effect of staff awareness on income-generating performance. The path coefficient of staff 

participation to income-generating performance is -0.09 with P-values of 0.17 or > 0.05, 

which means that staff participation does not affect income-generating performance. 

Furthermore, the path coefficient of staff awareness of top management support has a 



18 

value of 0.77 with P-values < 0.01 or < 0.05, which means that staff awareness influences 

top management support (highly significant). The coefficient of the path of staff 

participation to top management support is -0.13 with P-values of 0.10 or > 0.05. It means 

that the participation of staff does not affect top management support. Then the path 

coefficient on top management support to income-generating performance shows a value 

of 0.77 with P-values of <0.01 or <0.05, so that top management support influences 

income-generating performance (highly significant). It is concluded that H1, H2, and H4 

are rejected, while H3 and H5 are accepted. 

 

Table 5. Hypothesis Testing Results (Indirect Effect) 

Hypothesis 

Relationship between variables 

Path 

Coeff. 

P-

value 

Notes Explanatory 

Variable 

> Intervening 

Variables 

> Response 

Variable 

H6 Staff 

Awareness 

(SA) 

> Top 

Management 

Support (TMS) 

> Income 

Generating 

Performance 

(IGP) 

0.595 <0.01 Accepted 

H7 Staff 

Participation 

(SP) 

> Top 

Management 

Support (TMS) 

> Income 

Generating 

Performance 

(IGP) 

-0.094 0.078 Rejected 

 

The results of the indirect effect in Table 5 show that the path coefficient of the 

influence of staff awareness on income-generating performance through top management 

support shows a value of 0.595 with P-values <0.01 or <0.05. It means that top 

management support can mediate the effect of staff awareness on income-generating 

performance. So, H6 is accepted. Furthermore, the effect of staff participation on income-
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generating performance through top management shows a coefficient value of -0.094 with 

P-values of 0.078 or > 0.05. It means that top management support cannot mediate the 

effect of staff participation on income-generating performance. So, H7 is rejected. 

     

Figure 2. Relationship between Staff Awareness, Staff Participation, Top Management 

Support, and Income Generating Performance 

 

Discussion 

Problems in higher education related to regulations, management, leadership, and 

organizational management can be solve by institutional theory (Cai & Mehari, 2015). 

Furthermore, Kezar & Sam (2013) stated that faculty members and leaders have an 

essential role in influencing the institutionalization process in higher education. In line 

with this, the respondents in this study are faculty members and leaders who are members 

of the income generating management work unit which is used to find out how the 

influence of staff awareness, aff participation, and top management support on income 

generating performance in universities, either directly or indirectly. 
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Staff Awareness affect on Income Generating Performance  

This study has not proven the effect of staff awareness on organizational 

performance. The income-generating managers in this study are staff at the State 

University of Semarang who are members of implementing income-generating activities. 

Staff who are aware of work practices in their environment tend to use innovative work 

practices (Garg & Lal, 2015). One form of innovative practice in higher education is 

income-generating activities so that all staff have the opportunity to generate income 

which impacts increasing income-generating performance. However, even though staffs 

or employees are aware of implementing innovative practices in their work by generating 

income, they have not been able to improve income-generating performance directly. 

Staffs need to be part of the income-generating policymakers to impact income-

generating performance. 

 

Staff participation affect on income-generating performance 

The study results indicate that staff participation cannot affect income-generating 

performance. Uribetxebarria et al. (2021) revealed that if the performance of an 

organization is seen from the productivity of the organization's staff, then the participation 

of staff does not have a significant positive effect on organizational performance but has 

a significant negative effect. That is, the higher the participation of staff in the 

organization indicates the low productivity of staff, or it can be interpreted that the higher 

the productivity of staff has a relationship with the low participation of staff. Assume staff 

with high productivity can produce many innovations regarding income-generating 
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activities (ceteris paribus), thus causing a high work intensity. It makes staff only focus 

on work and not care about their participation in the organization.  

This study does not only use staff productivity in measuring income-generating 

performance but is more complex, i.e., accountability, profitability, transparency, and 

competitiveness. This research allows staff who do not have direct job notes in income-

generating activities to assess that staff do not require participation. However, each staff 

has an essential role in overcoming external pressure, strengthening the organization from 

within, and making organizational change through institutional entrepreneurship and 

work (van der Westhuizen et al., 2012). In addition, staff participation is the key to 

successfully implementing quality management (Lam et al., 2015). 

 

Staff awareness affects Top Management Support 

 Ritter (2006) states that one of the first stages in making ethical decisions is the 

moral awareness that a person has, for example, taking actions based on ethical principles. 

Staff aware of acting can influence top management in making ethical decisions. It is 

because the attention from natural awareness has a positive relationship with self-

leadership and organizational transformation leadership to expand leadership knowledge 

about ethical decision-making models (King & Haar, 2017; Small & Lew, 2019). Ruedy 

& Schweitzer (2010) states that many unethical decisions stem from a lack of worker 

awareness. Staff who are aware of their work experience impact ethical decision-making. 

Staff with high awareness tend to make more ethical decisions (uphold ethical standards) 

than staff with low awareness. Thus, staff who have high awareness commit fraud less. 

 

Staff Participation affect Top Management Support 
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The results show staff do not contribute to top management decisions about 

income-generating policies. The task of the income-generating manager at the university 

is to ensure that the management of income-generating runs following the Standard 

Operating Procedure (SOP) so that it is possible to make all broad decisions and long-

term to be the responsibility of certain management levels and external parties of the 

university. Huy (2001) and Daft (2010) state that middle management is responsible for 

the central business units and departments setting, planning, and implementing goals that 

align with top management's goals. This study involves all levels of managers to get the 

value of management participation, so the study's results have not been able to show that 

management at all levels participates in making decisions. Managers with lower 

management levels (low management) may only have little participation or even no 

responsibility in making management decisions about income-generating.   

The results of this study are inversely proportional to Irawanto (2015)’s statement 

that to ensure staff participation in decision-making, leaders need to permit all staff to 

express their opinions or interfere during decision-making. That way, staff participation 

can influence decision-making (Irawanto, 2015). In addition, if we want to increase staff 

participation, we must categorize each decision requiring staff participation and 

involvement. Staff participation can impact decision-making if there are variations in the 

decision (Oluwatayo et al., 2017). That is, if an organization does not identify early on 

which types of decisions require staff participation, staff will respond to low participation 

or even have no participation. 

 

Top Management Support Affects on Income Generating Performance 
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According to institutional theory, efforts to deal with internal and external 

pressures are to look to their peers before making strategic decisions (DiMaggio & 

Powell, 1983). This is in accordance with what is done by universities in making policies 

or strategic decisions related to income generating, namely by considering environmental 

conditions or other universities that have become legal entity universities through the role 

of top management. Institutional theory in Turner & Angulo (2018) becomes a pillar in 

top management for making high-risk decisions by offering strong predictions for 

conducting studies on problems that exist in universities, more precisely in trying to 

adandon some rules that require the use of standardized testing.  

The top management has a vital role in organizational performance, for example, 

income-generating activities. Implementation of strategic plans to achieve good 

organizational performance is influenced by top management support (Wuwei & Tobias, 

2022; Shillingi, 2017; Crucini, 2000). Decision-making made by top management has a 

significant influence on the implementation of the strategic plan. When managers have 

low experience and leadership skills, there is a possibility that organizational performance 

will decline. Furthermore, Wuwei & Tobias (2022) emphasize that managers are leaders 

of all aspects of the company. Managers have the authority to manage, control, and 

evaluate all activities inside and outside the organization. Top management support and 

staff performance are two agents of internal change in an organization adopting a 

management innovation (Yu et al., 2022). Leaders who can carry out their role to support 

organizational members at work make staff tend to exert effort for successful project 

execution (de Bakker et al., 2010). 
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Top Management Mediate The Staff Awareness on Income-Generating 

Performance  

The staff awareness is not able to directly affect income-generating performance. 

However, top management support can mediate the relationship between the two. King 

& Haar (2017) demonstrated that the relationship to organizational transformation 

leadership is best understood as a mediated process. There is a mutual relationship 

between staff who have awareness and top management in making decisions about 

income-generating. The first stage of producing ethical income-generating decisions 

requires the awareness of ethical staff (Ritter, 2006). 

Furthermore, Reb et al. (2014) found that attentive supervisors positively 

impacted the well-being and performance of their staff. Leadership provides greater 

clarity around the potential influence of work awareness on job performance (Dane & 

Brummel, 2013). So, staff with awareness cannot be separated from the leadership role. 

Leaders can increase staff awareness at work, impacting staff welfare and performance 

and leading to organizational performance (Reb et al., 2014). Glomb et al. (2011) agree 

that staff awareness can improve various aspects, such as social relations, resilience, and 

staff performance.  

Staffs or employees who are aware of managing income-generating will influence 

income-generating performance. Work awareness helps staff improve welfare in the 

workplace as a factor of job satisfaction. Efforts that can be made to increase staff 

awareness at work can be made by carrying out awareness training which aims to reduce 

staff stress at work, increase job satisfaction, and improve their performance. Hyland et 

al. (2015) state that mindful workers can reduce stress, improve mental health, physical 

health, and cognitive function, and improve performance and well-being. Staff with low-
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stress levels can increase their productivity. On the other hand, stressed staff can reduce 

their productivity by up to 53.2% (Safitri, 2019), so organizational goals cannot be 

achieved. 

 

Top Management Support Mediate the Staff Participation on Income-Generating 

Performance  

The study's results indicate that top management's role has not been successful in 

mediating the influence of staff participation on income-generating performance. This 

result is in line with Oluwatayo et al. (2017) that staff participation in making decisions 

on company performance does not have a significant effect. It is due to the assumption 

that staff involvement in decision-making, such as the implementation of work and 

organizational and operational activities, will result in poor company performance or 

result in low income. The results of this study are not in line with the study by 

Chukwuemeka (2020), which states that staff participation in decision-making has a 

significant positive effect on organizational performance. It is because staff motivation is 

not formed in the organization. The low motivation of staff is because their existence has 

not been recognized by the leadership, as evidenced by the lack of critical organizational 

meetings involving staff. Other than that, Benn et al. (2015) revealed that staff 

participation would gradually increase staff engagement in the organization and impact 

organizational performance (Bailey et al., 2017). Efforts to increase staff participation in 

the organization are to hold meetings between leaders and subordinates on essential issues 

every month or three months to stimulate morale and increase self-motivation. The 

meeting serves as a medium for staff actualization and creates a feeling that staff feel 

recognized and valued in the organization (Chukwuemeka, 2020). 
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Conclusion 

Staff awareness cannot directly affect income-generating performance because 

staff who have awareness about work practices will form innovative work practices such 

as income-generating activities. However, these innovative work practices are not the 

primary determinant of income-generating performance because, in practice, income-

generating requires a decision from superiors. Top management support can mediate the 

relationship between staff awareness and income-generating performance. The results 

show that efforts to achieve income-generating performance require a wise decision from 

top management support regarding income generating. The first step to making ethical 

decisions is the ethical awareness of staff so that the resulting decisions are ethical, 

especially regarding income-generating. 

Furthermore, the participation of staff does not affect top management support 

because certain management levels carry out decisions about income-generating, so the 

distribution of lower-level management positions does not yet have a maximum 

contribution in making decisions. It impacts the role of top management support, which 

cannot mediate the relationship between staff participation and income-generating 

performance. In addition, efforts to increase staff participation can be made by 

categorizing each decision that requires staff participation and staff involvement.  

This study has several limitations, including not focusing on respondents on a 

specific management level, resulting in different perceptions about their participation in 

influencing top management support. Further research can conduct research on certain 

management levels, for example, middle-level management such as department or unit in 

university. This research also only focuses on the implementation of income-generating, 
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which is an innovative work practice at Semarang State University. For further research, 

it can expand the research scale and or apply a focus group discussion among staff and 

leaders to produce more comprehensive research. 
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other articles in this regard. 

· How did you address the common method bias? 

Conclusion, implication: 

· The study is of serious concern with the implication part. There is nothing written about how this 
study contributes in terms of 

o Theoretical Implication 

o Managerial Implication 

o   Policy Implication 

· Limitations should be extended a bit more. 

Reference: 

· Please update your reference with the latest literature.   

 Based on the above observation, I recommend a major revision. 

I hope this comment will not discourage you and will improve in a corrected submission. Wish you all 
the best!! 
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replication study.  
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INCREASING THE INCOME GENERATING: THE ROLE OF 

STAFF PARTICIPATION AND AWARENESS  

 

ABSTRACT 

The study examines empirical evidence of factors influencing university income-

generating performance. Then, this study presents the direct and indirect effects of satff 

awareness, staff participation, and top management support on income-generating 

performance. A questionnaire-based survey collected 111 valid responses. Surveys were 

distributed to the appointed persons in charge of each unit, faculty, and university. Then, 

the data were analyzed using a Structural Equation Model with WarpPLS. The results 

show that managers’ awareness influences top management support. Top management 

support also affects income-generating performance, so it impacts the role of top 

management support, which can mediate the influence of managers’ awareness on 

income-generating performance. On the other hand, managers’ participation cannot 

influence top management support and income generating performance, so top 

management support cannot mediate the effect of managers’ participation on income 

generating performance. 

Keywords: staff awareness, staff participation, income generating performance, top 

management support 

 

Background 

One of the efforts is to improve the quality and quantity of management of academic 

business units, supporting business units, and commercial business units within 

Universitas Negeri Semarang (UNNES) so that these activities can run professionally, 
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effectively and efficiently. They can be accounted for UNNES as a Higher Education 

Institution, and they need to explore sources of funds that are not only from education 

funding but also from other sources of funds. In general, income at Universitas Negeri 

Semarang (UNNES) is divided into two categories: income received from academic and 

non-academic aspects. Income originating from the academic aspect is the Single Tuition 

Fee (STF), while non-academic income consists of program grants, fees for conducting 

national/international seminars, workshops, room service providers for celebrations, 

laboratory rent, canteen/room rental, journal management incentives (Mahmud et al., 

2022). 

Income from academic/educational services (STF) has an intercept number already 

established because the amount of student STF is visible with relatively straightforward 

calculations. The STF amount for each batch is relatively straightforward; just waiting 

for the payment timing. It is different from the nature of non-academic/educational 

income. The characteristic of non-academic/educational service income has an intercept 

value (in the regression line) of IDR  0 at the beginning of each year. Increasing income 

by IDR  1 Billion from the previous year's realization is not an easy job because it always 

starts with IDR  0. If the previous year's realization is IDR  50M (for example), then 

increasing IDR  1 Billion to IDR  51 Billion does not mean "only" adding IDR  1 Billion, 

meaning that the income generating performance target is IDR  51 Billion. 

The university is still trying hard to be able to increase the income-generating 

intercept of each unit. Moreover, realizing the 51 Billion target, it is necessary to have 

sustainable business units and non-academic service units to increase the intercepted 

number. The form of work unit participation is directed at the emergence of practical 

ideas from each work unit which becomes a strong desire for the work unit to realize. If 
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going-concern business units have been formed, the income potentials can be described 

more clearly. The observations in each unit show that there are still several obstacles, 

including the manager's lack of transparency about the number of funds obtained and 

reported. The following research resulted in the findings that the problems were 

unaccountable, unprofessional management, not transparent, and not compliance with the 

policies set by the university (Siswanto et al., 2013). 

The management's participation includes determining the increase in income 

generating so that all business unit activities can be carried out effectively (Adan & 

Keiyoro, 2017). Managers are also involved in making decisions about income-

generating activities or projects, so creative and innovative ideas are needed (Adan & 

Keiyoro, 2017), (Groen et al., 2017), (Nyamwega, 2016). The managers’ role in 

commitment and motivation can provide strong support for income-generating 

performance. The commitment and motivation of managers are shown, among others, 

through efforts to be able to contribute thoughts and energy and make the right decisions 

(Iravo, 2014) (Miranda & Celestino, 2016), (Kipkoech, 2018). 

Managers’ awareness of all income-generating activities can also improve 

organizational performance (Chang et al., 2021). Self-awareness is an extension of the 

self, reflecting how an individual understands and evaluates himself in his work (Arqawi 

et al., 2018), (Rigolizzo & Zhu, 2020). With the help of self-awareness, one is empowered 

to make changes, build strengths, and identify places to improve (Chang et al., 2021), 

(Rigolizzo & Zhu, 2020). Furthermore, leadership policies related to income-generating 

management mediate the participation of managers (Kerei, 2014) and awareness (Liu & 

Gao, 2021) of the performance of income-generating staff in the implementation of 

income-generating. 
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Literature Review and Research Hypotheses Development 

Institutional Theory 

Institutional theory is arguably a popular and powerful explanatory tool for studying 

organizational problems, including those in the context of higher education. This theory 

has become a popular and powerful tool for explaining individual and organizational 

actions. It emphasizes both the dependence of individual actions on institutions and the 

role of individuals within an institution for institutional change. A trend in the field 

suggests that the institutional environment is relatively complex. This theory also explains 

the relationship between organizations and the environment and conflicts between 

personal interests among stakeholders. The new institutional theory explains 

organizational stability by considering the legitimacy imperative (Cai et al., 2015). 

 

Staff Awareness 

Awareness refers to a person’s conscious experience of the content of thoughts, 

including their breadth and clarity (Mikulas, 2011). (Brown & Ryan, 2003) suggest that 

awareness is the background of the awareness "radar," by which they continuously 

monitor the external and internal environment. A person may be aware of a stimulus 

without being in the center of attention. Managers’ awareness can affect performance. 

Awareness enables individuals to be more receptive to the development of their 

environment, enabling them to respond effectively to challenges and changing situations 

(Dane, 2011; Salvato, 2009; Weick & Sutcliffe, 2006). Awareness of any practice or 

phenomenon is vital as it leads to proper implementation and facilitation. When 

employees are aware of their environmental work practices, they will use innovative work 
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practices, ultimately affecting the performance of individuals and the organization as a 

whole (Garg & Lal, 2015). Furthermore, (Garg & Lal, 2015) states that awareness of 

practice reduces fear of uncertainty and concern about changes occurring in an 

organization.  

Aware staff are relatively easier to adapt to new practices than unaware 

employees. One form of the new practice in universities is the implementation of income 

generating. Every work unit at the university has the opportunity to generate income. In 

this case, increasing revenue is one aspect of improving the organization’s overall 

performance. Managers who have awareness in collecting all income-generating 

activities will have an impact on improving performance. Managers’ awareness is 

reflected in the innovative practices implemented in each program. Then, managers with 

a high level of awareness can also deal with any policy changes in the organization. 

Management awareness is essential so that the organization can survive in a constantly 

changing environment and have high competitiveness. 

 

Staff Participation 

Staff participation is a process by which staff can take control over their work and 

conditions by devoting involvement in making decisions regarding their work (Strauss, 

2006). In the process, employees share decision-making power regarding their duties with 

their superiors (Khalid & Nawab, 2018). Participation can be informal, formal, 

consultative, delegative, and direct or indirect. It is also stated by (van der Westhuizen et 

al., 2012), which defines managers’ participation as the totality of direct (personal or with 

the owner) or indirect (through owner's representation) forms in which individuals or 

groups guarantee their interests or contribute to the decision-making process. Each work 
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practice's form of managers’ participation is examined (Khalid & Nawab, 2018). It 

consists of the capacity to influence the design or change in organizational systems in 

which employees are involved and may also take the form of consultation on broad and 

long-term organizational issues. These forms of participation affect employee retention, 

organizational productivity, and efficiency (Bhatti, K. and Nawab, 2011). 

Based on the concept of managers’ participation, (Tchapchet et al., 2014) revealed 

that there are several benefits for employees and owners, including 1) making employees 

participate in decision-making is an acknowledgment of the vital role that employees play 

in an organization and also recognition of their economic rights; 2) involving employees 

in decision making is a form of the democratic principle in the workplace where 

employees can take more significant influence in decisions that will affect their lives at 

work; 3) Involving employees in decision making will help to reduce retention, 

absenteeism, number of complaints, and will result in a more cooperative relationship 

between management and workforce.  

Participation that encourages employee involvement in decision-making will 

impact improving performance. In income-generating universities, managers of work 

units with a high participation level will encourage more effective decision-making. In 

this case, the manager can provide innovative ideas or ideas to increase income 

generating. When the work unit manager makes decisions, they will feel motivated to 

work and be responsible for improving their performance, one of which is increasing 

income. 

 

Leadership Policy 
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Top management support is one of the essential factors in driving a project's 

success (Ahmed & Mohamed, 2017). Leadership policy is one form of top management 

support that can affect the implementation of income generating. A policy will 

continuously evolve, from distributing or mentioning income or benefits from different 

income-generating activities or projects to various stakeholders or university entities 

(Kiamba, 2004). (Grizzle & Pettijohn, 2002) states that the policy of implementing 

income generating is a dynamic process in the form of the interaction of many factors. 

Four factors play a role in implementing a public policy: communication, resources, 

disposition or attitude, and bureaucratic structure (Siswanto et al., 2013).  

The leadership policy in implementing income generating is one of the practical 

control tools in implementing income generating activities for each work unit. Thus, the 

policy can be a factor in encouraging increased income generating. Leadership policies 

can be a mediating factor for managers’ awareness and participation to increase income 

generating. Managers with high awareness and participation will devote all efforts to 

encouraging good performance. Involvement in decision-making related to income-

generating implementation can create good income-generating policies, encouraging 

increased income generating. 

 

Based on the above mentioned, this study develops as follows: 

H1. Staff awareness influences the income-generating performance 

H2. Staff participation influences the income-generating performance 

H3. Staff awareness influences top management support 

H4. Staff participation influences top management support 

H5. Top management support influences income-generating performance 



8 

H6. Staff awareness has an influence on income-generating performance through top 

management support 

H7. Staff participation influences income-generating performance through top 

management support. 

 

METHOD 

Research design 

This quantitative research emphasizes the analysis of numerical data or numbers 

obtained by statistical methods and is carried out in inferential research or to test 

hypotheses so that the significance of the relationship between the variables studied is 

obtained. The procedure of this research is first to determine the central theme or problem 

management related to the implementation of income-generating in each unit, faculty, 

and study program. At this stage, an analysis was conducted by searching for literature 

sources and observations in units within the UNNES environment. Furthermore, 

analyzing the internal control of income generating implementation by reviewing 

international journal articles and making research instruments. After that research, data 

processing. The results and discussions are carried out together to obtain 

recommendations and outputs. Recommendations are used as material for evaluating the 

implementation of the income-generating program at UNNES.  

 

Population and Research Sample 

One of the research topics in the social humanities field in the Strategic Plan of 

Universitas Negeri Semarang (Rienstra UNNES) is the socio-economic field. In this 

research, the socio-economic field studied is about the addition of income (income 
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generating). Through the flexibility of financial management, universities get incentives 

to generate income through the services provided and the use of physical and non-physical 

assets. University performance measures from a financial perspective seem to be the most 

important after a customer perspective. Therefore, university income is exciting to study 

because it is very diverse.  

The population of this study is the unit leader and the person in charge of activities 

that generate income. Based on the income-generating data at the university, there are 

150 managers in eighteen work units. Using the Slovin formula, the number of samples 

obtained is 125 with a degree of leniency of 5%, then the number of respondents who fill 

out the questionnaire is 111. The samples are taken by simple random sampling. 

 

Research variables 

The research variables consist of the dependent variable, the mediating variable, and 

the independent variable. Income generating performance is the dependent variable, while 

the participation and awareness of managers are independent variables, and top 

management support is a mediating variable. Income generating is the performance 

shown by the results of the mechanism of all activities generating income. The research 

instrument was developed using income-generating performance indicators: 

accountability, profitability, transparency, and competitiveness (Towett et al., 2019). The 

instrument is divided into several parts using a Likert scale of 1-5 to assess respondents' 

responses. 

Manager awareness is an extension of self, reflecting how an individual understands 

and evaluates himself in his work. The manager's awareness indicators are self-values 

and moral sense (Chang et al., 2021). Furthermore, the participation of managers is the 
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role of managers' involvement in the implementation of income-generating, with 

indicators of work motivation and commitment (Adan & Keiyoro, 2017). The research 

instrument uses a Likert scale of 1-5 to assess respondents' responses.  

Top management support is the Rector's policy support for implementing income 

generating. Top management support indicators provide resources, structural 

arrangements, communication, expertise, authority, and power. Instrument development 

using top management support research instruments (Ahmed & Azmi bin Mohamed, 

2017) with a Likert scale of 1-5. Here is the research model. 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1. The Research Model 
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Data collection methods used are questionnaires and documentation. Questionnaires 

are used to explore income-generating implementation, while documentation is used to 

obtain data on the number of managers and unit leaders. This study uses statistical 

analysis to answer research questions and test hypotheses by analyzing and testing 

empirical models. The first data analysis was descriptive; it was to find out and explain 

the general description of the respondents and the description of the variables. Respondent 

identification was carried out by descriptive analysis using trend data such as age, gender, 

and educational background. 

The next step is testing the research hypothesis using Structural Equation Modeling 

(SEM) with the WarpPLS approach. Using the structural analysis model explains the 

relationship and interdependence of research variables. This model was developed as an 

alternative for situations where the theoretical basis for the model's design is weak or has 

not been found, and some indicators do not meet the reflective measurement model, so it 

is formative. PLS is a powerful analytical method because it does not require many 

assumptions, and the sample size can be small or large. Besides being able to be used as 

a confirmation of theory (hypothesis testing), PLS can also be used to build relationships 

for which there is no theoretical basis or for testing propositions. 

 

Results and Discussion 

Result  

Measurement Model 

The validity and reliability of the research questionnaire are needed before testing 

the hypotheses. The study conducted a convergent and discriminant validity test on the 

research instrument. Convergent validity is part of the measurement model, usually 
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referred to as the outer model in SEM-PLS. The criteria used to determine whether the 

questionnaire is valid or not refers to the loading factor being more than 0.05. 

The results of the simultaneous equation structure analysis with the Warp Pls 

approach on the combined loadings and cross-loading table show that each indicator on 

staff awareness (SA), staff participation (SP), top management support (TMS), and 

Income Generating Performance (IGP) has a loading factor which is more than 0.05 and 

each is significant (p<0.001). Discriminant validity is fulfilled if the average variance 

extracted (AVE) from the extracted average variation must be higher than the correlation 

involving the latent variable. The results for AVE show 0.599, 0.762, 0.691, and 0.732.  

These results indicate that the question items given to the respondents are valid and can 

be used to measure the constructs of the study. The reliability test also shows Cronbach’s 

alpha’s > 0.7 and composite reliability > 0.8. The loading factor of SA, SP, TMS, and 

IGP cronbach’s alpha result show 0.916, 0.728, 0.963, and 0.72. The result of composite 

reliability for SA, SP, TMS, and IGP are 0.930, 0.865, 0.967, and 0.974. These results 

explain that the question items on the research variables consistently measure each 

variable or are reliable and can be used. The tests on the outer model show that the 

construct meets validity and reliability. It can be seen in table 1 and table 2 below. 

Table 1. Outer Model Results 

Construct 

Loading 

Factor 

AVE 

Cronbach’s 

Alpha 

Composite 

Reliability 

Staff Awareness  0.599 0.916 0.930 

Able to improve the position and reputation of the university 0.776    

Provide maximum service to service users 0.814    

Help develop organizational and functional structures 0.788    

Provide activity information properly and correctly 0.758    

Continuously create staff efficiency 0.726    
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Creating changes in information systems and computers 0.801    

Creating conditions that can increase employee engagement 0.688    

Encouraging organizational loyalty 0.788    

Open in giving criticism and suggestions 0.814    

Staff Participation (SP)  0.762 0.728 0.865 

Contribute to decision making involving types of Income 

Generating Activities 

0.873    

Organize every activity to participate in increasing Income 

Generating 

0.873    

Top Management Support  0.691 0.963 0.967 

The leader provides sufficient resources to the project team to 

complete the project successfully 

0.805    

Leaders provide adequate resources for effective system 

implementation in the face of organizational change 

0.832    

Leader develops strategy and ensures project structure to 

achieve project objectives 

0.823    

Leaders focus on strategic and structural planning to improve 

organizational efficiency and market value 

0.840    

Leaders encourage intensive communication about project 

implications related to systems and organizational changes to 

project team members and project stakeholders 

0.905    

Leaders create effective communication strategies to improve 

project and organizational efficiency 

0.831    

Leaders have relevant experience and expertise in managing 

projects 

0.860    

Leaders track performance and provide income generating 

managers with feedback on their performance 

0.857    

Leaders often use their authority to implement best project 

management practices within the organization 

0.837    

Leaders use their authority to define clear roles and 

responsibilities of project stakeholders 

0.810    
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Leaders empower income generating managers to complete 

each activity 

0.719    

Leaders encourage income generating managers to experiment 

and take calculated risks 

0.860    

Leaders provide motivation and direction to managers of 

income generating 

0.819    

Income Generating Performance 0.732 0.972 0.967 

There is a plan for the amount of income generating targeted 

by each unit 

0.901    

The manager or person in charge of the activity is able to 

present the implementation of activities that generate income 

in an open, fast, and accurate manner 

0.863    

The manager or person in charge of the activity can provide 

the best service for participants / service users 

0.901    

The manager or person in charge of the activity is able to build 

a conducive entrepreneurial climate 

0.878    

The manager or person in charge of the activity is able to 

account for the policies taken proportionally 

0.799    

Manager or person in charge of responsive activities for each 

service user 

0.867    

The manager or person in charge of the activity has clear duties 

and responsibilities 

0.865    

In carrying out their duties and responsibilities, there is no 

throwing of jobs 

0.861    

There are clear regulations regarding the implementation of 

income generating in each unit 

0.818    

There are clear standard operating procedures in the 

implementation of income generating in each unit 

0.853    

The distribution of income generating sharing is clearly 

defined and known by the unit leader 

0.818    
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The manager or person in charge of the activity is protected 

from external party intervention in implementing income 

generating 

0.804    

There is monitoring of the implementation of income 

generating in each unit 

0.858    

There is an evaluation of the implementation of income 

generating in each unit 

0.881    

 

Table 2. Fornell-Lacker 

 SA SP TMS IGP 

Staff Awareness (0.774) 0.06 0.595 0.608 

Staff Participation 0.066 (0.873) -0.084 -0.086 

Top Management Support 0.764 -0.084 (0.832) 0.785 

Income Generating Performance 0.595 -0.086 0.785 (0.855) 

 

Hypotheses Testing 

Model Fit and Quality Indices 

The research hypotheses were analyzed by using structural equation modeling 

with WarpPLS. In summary, the fit and quality indices model is presented in Table 3. 

Table 3. Results of Fit Test and Quality Indices 

No. Model Fit and Quality Indices Fit Criteria Results Notes 

1. Average path coefficient (APC) P = 0.002 

0.335 

P<0.001 

Accepted 

2. Average R-squared (ARS) P < 0.001 

0.624 

P<0.001 

Accepted 

3. 

Average adjusted  

R-squared (AARS) 

P < 0.001 

0.616 

P<0.001 

Accepted 

4. Average block VIF (AVIF) Accepted if <= 5, ideally <= 3.3 1.629 Ideal 
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No. Model Fit and Quality Indices Fit Criteria Results Notes 

5. 

Average full collinearity  

VIF (AFVIF) 

Accepted if <= 5, ideally <= 3.3 2.617 Accepted 

6. Tenenhaus GoF (GoF) 

small >= 0.1, 

medium >= 0.25,  

large >= 0.36 

0.722 

Large, 

Accepted 

7. Sympson's paradox ratio (SPR) Accepted if >= 0.7, ideally = 1 1.000 Accepted 

8. 

R-squared contribution  ratio 

(RSCR) 

Accepted if >= 0.9, ideally = 1 1.000 Accepted 

9. Statistical suppression ratio (SSR) Accepted if >= 0.7 1.000 Accepted 

10. 

Nonlinear bivariate  causality 

direction ratio (NLBCDR) 

Accepted if >= 0.7 1.000 Accepted 

 

The research hypotheses were analyzed using structural equation modeling (SEM) 

with the WarpPLS approach. Model Fit and Quality Indices indicators include Average 

Path Coefficient (APC), Average R-squared (ARS), Average Variance Inflation Factor 

(AVIF), Average full collinearity VIF (AFVIF), Tenenhaus GoF (GoF), Sympson's 

Paradox Ratio (SPR), R-Squared Contribution Ratio (RSCR), Statistical Suppression 

Ratio (SSR) and Nonlinear Bivariate Causality Direction Ratio (NLBCDR). 

The output results of Table 4 show that the indicator value of APC = 0.355, ARS 

= 0.624, and AARS = 0.616. The three indicators were significant at p < 0.001, far from 

the criteria for p < 0.05, so all of them fulfilled the good criteria. The indicators AVIF = 

1.629 and AFVIF = 2.617 are ideal and accepted because they are far below 5, so there is 

no multicollinearity between the independent variables. The GoF value, which measures 

the model's explanatory power of 0.722, is included in the ideal criteria. The SPR, RSCR, 

SSR, and NLBCDR indicators are worth 1,000, so they meet the ideal criteria. The 

conclusion is that the model from this study fits with the data so that it can continue the 
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next test. The following is an image of the research model and the results obtained based 

on data processing using the WarpPLS 6.0 program (Table 5). 

Hypothesis testing in WarpPLS analysis using t-test. The decision rule for 

hypothesis testing is as follows: if the P-value is 0.10 (alpha 10%), it is said to be weakly 

significant. If the P-value of 0.05 (alpha 5%) is significant, and if the P-value is 0.01 

(alpha 1 %), it is said to be highly significant. Based on data processing, the output path 

coefficients and P-values are obtained in Table 4 and Table 5 below. 

Table 4. Hypotheses Testing Results (Direct Effect) 

Hypothesis 

Relationship between variables Path 

Coeff. 

P-value Notes 

Explanatory Variable > Responded Variable 

H1 Staff Awareness (SA) > Income Generating 

Performance (IGP) 

-0.01 0.46 Rejected 

H2 Staff Participation (SP) > Income Generating 

Performance (IGP) 

-0.09 0.17 Rejected 

H3 Staff Awareness (SA) > Top Management 

Support (TMS) 

0.77 <0.01 Accepted 

H4 Staff Participation (SP) > Top Management 

Support (TMS) 

-0.13 0.10 Rejected 

H5 Top Management 

Support (TMS) 

> Income Generating 

Performance (IGP) 

0.77 <0.01 Accepted 

 

The test results in Table 4 show that the path coefficient of staff awareness to 

income-generating performance is -0.01, P-value 0.46 or > 0.05. It means that there is no 

effect of staff awareness on income-generating performance. The path coefficient of staff 

participation to income-generating performance is -0.09 with P-values of 0.17 or > 0.05, 

which means that staff participation does not affect income-generating performance. 

Furthermore, the path coefficient of staff awareness of top management support has a 
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value of 0.77 with P-values < 0.01 or < 0.05, which means that staff awareness influences 

top management support (highly significant). The coefficient of the path of staff 

participation to top management support is -0.13 with P-values of 0.10 or > 0.05. It means 

that the participation of staff does not affect top management support. Then the path 

coefficient on top management support to income-generating performance shows a value 

of 0.77 with P-values of <0.01 or <0.05, so that top management support influences 

income-generating performance (highly significant). It is concluded that H1, H2, and H4 

are rejected, while H3 and H5 are accepted. 

 

Table 5. Hypothesis Testing Results (Indirect Effect) 

Hypothesis 

Relationship between variables 

Path 

Coeff. 

P-

value 

Notes Explanatory 

Variable 

> Intervening 

Variables 

> Response 

Variable 

H6 Staff 

Awareness 

(SA) 

> Top 

Management 

Support (TMS) 

> Income 

Generating 

Performance 

(IGP) 

0.595 <0.01 Accepted 

H7 Staff 

Participation 

(SP) 

> Top 

Management 

Support (TMS) 

> Income 

Generating 

Performance 

(IGP) 

-0.094 0.078 Rejected 

 

The results of the indirect effect in Table 5 show that the path coefficient of the 

influence of staff awareness on income-generating performance through top management 

support shows a value of 0.595 with P-values <0.01 or <0.05. It means that top 

management support can mediate the effect of staff awareness on income-generating 

performance. So, H6 is accepted. Furthermore, the effect of staff participation on income-
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generating performance through top management shows a coefficient value of -0.094 with 

P-values of 0.078 or > 0.05. It means that top management support cannot mediate the 

effect of staff participation on income-generating performance. So, H7 is rejected. 

     

Figure 2. Relationship between Staff Awareness, Staff Participation, Top Management 

Support, and Income Generating Performance 

 

Discussion 

Problems in higher education related to regulations, management, leadership, and 

organizational management can be solve by institutional theory (Cai & Mehari, 2015). 

Furthermore, Kezar & Sam (2013) stated that faculty members and leaders have an 

essential role in influencing the institutionalization process in higher education. In line 

with this, the respondents in this study are faculty members and leaders who are members 

of the income generating management work unit which is used to find out how the 

influence of staff awareness, aff participation, and top management support on income 

generating performance in universities, either directly or indirectly. 
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Staff Awareness affect on Income Generating Performance  

This study has not proven the effect of staff awareness on organizational 

performance. The income-generating managers in this study are staff at the State 

University of Semarang who are members of implementing income-generating activities. 

Staff who are aware of work practices in their environment tend to use innovative work 

practices (Garg & Lal, 2015). One form of innovative practice in higher education is 

income-generating activities so that all staff have the opportunity to generate income 

which impacts increasing income-generating performance. However, even though staffs 

or employees are aware of implementing innovative practices in their work by generating 

income, they have not been able to improve income-generating performance directly. 

Staffs need to be part of the income-generating policymakers to impact income-

generating performance. 

 

Staff participation affect on income-generating performance 

The study results indicate that staff participation cannot affect income-generating 

performance. Uribetxebarria et al. (2021) revealed that if the performance of an 

organization is seen from the productivity of the organization's staff, then the participation 

of staff does not have a significant positive effect on organizational performance but has 

a significant negative effect. That is, the higher the participation of staff in the 

organization indicates the low productivity of staff, or it can be interpreted that the higher 

the productivity of staff has a relationship with the low participation of staff. Assume staff 

with high productivity can produce many innovations regarding income-generating 
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activities (ceteris paribus), thus causing a high work intensity. It makes staff only focus 

on work and not care about their participation in the organization.  

This study does not only use staff productivity in measuring income-generating 

performance but is more complex, i.e., accountability, profitability, transparency, and 

competitiveness. This research allows staff who do not have direct job notes in income-

generating activities to assess that staff do not require participation. However, each staff 

has an essential role in overcoming external pressure, strengthening the organization from 

within, and making organizational change through institutional entrepreneurship and 

work (van der Westhuizen et al., 2012). In addition, staff participation is the key to 

successfully implementing quality management (Lam et al., 2015). 

 

Staff awareness affects Top Management Support 

 Ritter (2006) states that one of the first stages in making ethical decisions is the 

moral awareness that a person has, for example, taking actions based on ethical principles. 

Staff aware of acting can influence top management in making ethical decisions. It is 

because the attention from natural awareness has a positive relationship with self-

leadership and organizational transformation leadership to expand leadership knowledge 

about ethical decision-making models (King & Haar, 2017; Small & Lew, 2019). Ruedy 

& Schweitzer (2010) states that many unethical decisions stem from a lack of worker 

awareness. Staff who are aware of their work experience impact ethical decision-making. 

Staff with high awareness tend to make more ethical decisions (uphold ethical standards) 

than staff with low awareness. Thus, staff who have high awareness commit fraud less. 

 

Staff Participation affect Top Management Support 
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The results show staff do not contribute to top management decisions about 

income-generating policies. The task of the income-generating manager at the university 

is to ensure that the management of income-generating runs following the Standard 

Operating Procedure (SOP) so that it is possible to make all broad decisions and long-

term to be the responsibility of certain management levels and external parties of the 

university. Huy (2001) and Daft (2010) state that middle management is responsible for 

the central business units and departments setting, planning, and implementing goals that 

align with top management's goals. This study involves all levels of managers to get the 

value of management participation, so the study's results have not been able to show that 

management at all levels participates in making decisions. Managers with lower 

management levels (low management) may only have little participation or even no 

responsibility in making management decisions about income-generating.   

The results of this study are inversely proportional to Irawanto (2015)’s statement 

that to ensure staff participation in decision-making, leaders need to permit all staff to 

express their opinions or interfere during decision-making. That way, staff participation 

can influence decision-making (Irawanto, 2015). In addition, if we want to increase staff 

participation, we must categorize each decision requiring staff participation and 

involvement. Staff participation can impact decision-making if there are variations in the 

decision (Oluwatayo et al., 2017). That is, if an organization does not identify early on 

which types of decisions require staff participation, staff will respond to low participation 

or even have no participation. 

 

Top Management Support Affects on Income Generating Performance 
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According to institutional theory, efforts to deal with internal and external 

pressures are to look to their peers before making strategic decisions (DiMaggio & 

Powell, 1983). This is in accordance with what is done by universities in making policies 

or strategic decisions related to income generating, namely by considering environmental 

conditions or other universities that have become legal entity universities through the role 

of top management. Institutional theory in Turner & Angulo (2018) becomes a pillar in 

top management for making high-risk decisions by offering strong predictions for 

conducting studies on problems that exist in universities, more precisely in trying to 

adandon some rules that require the use of standardized testing.  

The top management has a vital role in organizational performance, for example, 

income-generating activities. Implementation of strategic plans to achieve good 

organizational performance is influenced by top management support (Wuwei & Tobias, 

2022; Shillingi, 2017; Crucini, 2000). Decision-making made by top management has a 

significant influence on the implementation of the strategic plan. When managers have 

low experience and leadership skills, there is a possibility that organizational performance 

will decline. Furthermore, Wuwei & Tobias (2022) emphasize that managers are leaders 

of all aspects of the company. Managers have the authority to manage, control, and 

evaluate all activities inside and outside the organization. Top management support and 

staff performance are two agents of internal change in an organization adopting a 

management innovation (Yu et al., 2022). Leaders who can carry out their role to support 

organizational members at work make staff tend to exert effort for successful project 

execution (de Bakker et al., 2010). 
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Top Management Mediate The Staff Awareness on Income-Generating 

Performance  

The staff awareness is not able to directly affect income-generating performance. 

However, top management support can mediate the relationship between the two. King 

& Haar (2017) demonstrated that the relationship to organizational transformation 

leadership is best understood as a mediated process. There is a mutual relationship 

between staff who have awareness and top management in making decisions about 

income-generating. The first stage of producing ethical income-generating decisions 

requires the awareness of ethical staff (Ritter, 2006). 

Furthermore, Reb et al. (2014) found that attentive supervisors positively 

impacted the well-being and performance of their staff. Leadership provides greater 

clarity around the potential influence of work awareness on job performance (Dane & 

Brummel, 2013). So, staff with awareness cannot be separated from the leadership role. 

Leaders can increase staff awareness at work, impacting staff welfare and performance 

and leading to organizational performance (Reb et al., 2014). Glomb et al. (2011) agree 

that staff awareness can improve various aspects, such as social relations, resilience, and 

staff performance.  

Staffs or employees who are aware of managing income-generating will influence 

income-generating performance. Work awareness helps staff improve welfare in the 

workplace as a factor of job satisfaction. Efforts that can be made to increase staff 

awareness at work can be made by carrying out awareness training which aims to reduce 

staff stress at work, increase job satisfaction, and improve their performance. Hyland et 

al. (2015) state that mindful workers can reduce stress, improve mental health, physical 

health, and cognitive function, and improve performance and well-being. Staff with low-
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stress levels can increase their productivity. On the other hand, stressed staff can reduce 

their productivity by up to 53.2% (Safitri, 2019), so organizational goals cannot be 

achieved. 

 

Top Management Support Mediate the Staff Participation on Income-Generating 

Performance  

The study's results indicate that top management's role has not been successful in 

mediating the influence of staff participation on income-generating performance. This 

result is in line with Oluwatayo et al. (2017) that staff participation in making decisions 

on company performance does not have a significant effect. It is due to the assumption 

that staff involvement in decision-making, such as the implementation of work and 

organizational and operational activities, will result in poor company performance or 

result in low income. The results of this study are not in line with the study by 

Chukwuemeka (2020), which states that staff participation in decision-making has a 

significant positive effect on organizational performance. It is because staff motivation is 

not formed in the organization. The low motivation of staff is because their existence has 

not been recognized by the leadership, as evidenced by the lack of critical organizational 

meetings involving staff. Other than that, Benn et al. (2015) revealed that staff 

participation would gradually increase staff engagement in the organization and impact 

organizational performance (Bailey et al., 2017). Efforts to increase staff participation in 

the organization are to hold meetings between leaders and subordinates on essential issues 

every month or three months to stimulate morale and increase self-motivation. The 

meeting serves as a medium for staff actualization and creates a feeling that staff feel 

recognized and valued in the organization (Chukwuemeka, 2020). 
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Conclusion 

Staff awareness cannot directly affect income-generating performance because 

staff who have awareness about work practices will form innovative work practices such 

as income-generating activities. However, these innovative work practices are not the 

primary determinant of income-generating performance because, in practice, income-

generating requires a decision from superiors. Top management support can mediate the 

relationship between staff awareness and income-generating performance. The results 

show that efforts to achieve income-generating performance require a wise decision from 

top management support regarding income generating. The first step to making ethical 

decisions is the ethical awareness of staff so that the resulting decisions are ethical, 

especially regarding income-generating. 

Furthermore, the participation of staff does not affect top management support 

because certain management levels carry out decisions about income-generating, so the 

distribution of lower-level management positions does not yet have a maximum 

contribution in making decisions. It impacts the role of top management support, which 

cannot mediate the relationship between staff participation and income-generating 

performance. In addition, efforts to increase staff participation can be made by 

categorizing each decision that requires staff participation and staff involvement.  

This study has several limitations, including not focusing on respondents on a 

specific management level, resulting in different perceptions about their participation in 

influencing top management support. Further research can conduct research on certain 

management levels, for example, middle-level management such as department or unit in 

university. This research also only focuses on the implementation of income-generating, 
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which is an innovative work practice at Semarang State University. For further research, 

it can expand the research scale and or apply a focus group discussion among staff and 

leaders to produce more comprehensive research. 
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Saran dan Revisi Mayor 1 

1. Abstrak 

Tambah 1 atau 2 baris mengenai desain penelitian 

Revisi: Abtract line 22-23. 

This research used a quantitative approach utilizing Structural Equation Model with 

WarpPLS. 

2. Introduction 

The introduction section is not well documented. The literature gaps are very 

shallow. The study lacks an explanation of the existing knowledge, and to what 

extent things are known and unknown. 

Revisi: Paragraf 1-4 / Line 35-63 

Education plays an important role not only for individuals but also for society as a 

whole. The importance of education and training in the economy has been recognized 

worldwide, and countries are making great efforts to provide public funding for the 

education sector. Education helps accelerate economic growth through the development 

of knowledge and skills. Education is a fundamental pillar in one's life. Achieving universal 

education goals increases the overall need for investment in human resources. In recent 

years, governments worldwide have spent significant resources investing in education. 

The higher education autonomy policy has been introduced since 1999, in which the 

government provides support and autonomous rights to achieve the university's vision 

and mission as a higher education provider. The government determines universities that 

meet specific requirements to become Legal Status State-owned Legal Entities (Badan 

Hukum Milik Negara), Education Legal Entities (Badan Hukum Pendidikan), Public 

Service Agencies (Badan Layanan Umum), and Public University with Legal Entity 

(Perguruan Tinggi Negeri Badan Hukum). 

Universitas Negeri Semarang is one of the universities moving from a Public Service 

Agency to a Public University with a Legal Entity level. This stipulation is set forth in 

Government Regulation of the Republic of Indonesia Number 36 of 2022 concerning 

State Higher Education Institutions Legal Entities Universitas Negeri Semarang. The 

educational autonomy policy impacts education funding from the government to 

universities. The involvement of the government becomes less and less because of this 

autonomy. Universities must be able to increase the amount of funding from the higher 

education autonomy policy. Therefore, it is necessary to explore sources of funds that 

come not only from educational funding but also from other sources of income generating. 

Education financing has been a joint partnership between the government and other 

development partners. Resource Dependence Theory (RDT) postulates to explain the 

behavior of public institutions to start business ventures for additional income. It also 

describes the behavior of educational institutions to start business ventures as a 

complement to income to ensure their survival. In line with this theory, tertiary institutions 

are required to fulfill the needs of financial, physical, and informational resources. 

 

The problem statement is insignificant to be able to attract the readers initially. 

Revisi: 

Paragraf 7 / Line 88-90 

Furthermore, the staff carries out activities that have yet to reach the set targets. 

Extracting additional income still needs attention because the sustainability of the 

education process depends on the number of funds that can be used for development. 

 



Paragraf 8 / Line 94-101 

The study of the implementation of income-generating performance is fascinating 

because the higher education policy in Indonesia directs tertiary institutions to become 

Public Universities with Legal Entities (PTN BH). It means that there is independence for 

higher education institutions to seek other sources besides funding from the government. 

Several factors that influence the implementation of additional income include staff 

participation (Nyamwega, 2016; Adan & Keiyoro, 2017; Groen et al., 2017), staff 

awareness (Arqawi et al., 2018; Rigolizzo & Zhu, 2020; Chang et al., 2021), and 

leadership policies (Kerei, 2014; Liu & Gao, 2021). 

 

Please summarize the contribution of the study and mention the objective of the 

study. 

Revisi: Paragraf 11 / Line 118-127 

This research provides theoretical and practical contributions. The theoretical contribution 

is to contribute knowledge related to the independence of university education funding 

from the central government. Universities can also survive with other funding sources, 

which are managed using the principle of educational autonomy. The existence of higher 

education institutions is good when they can optimally collect additional income for the 

welfare of the institution, academic community, and society. Its practical contribution is to 

provide an overview of the practice of identifying and classifying additional funding 

originating from the educational autonomy policy. The government must also continue to 

share income, considering that it is the government's obligation following the 1945 

Constitution that the state educates the nation's life. 

 

Please include the structure of the study. 

Revisi: Paragraf 12 / Line 128-135 

Furthermore, this study aims to analyze the influence of determinant factors influencing 

university income-generating performance. This study explained the direct and indirect 

effects of staff awareness, staff participation, and top management support on income-

generating performance. The novelty of this study is in the staff awareness variable, which 

is the moderating variable. It is based on recommendations from the research results of 

Adan & Keiyoro (2017). Staff awareness is a driver of policy success and income-

generating performance. The study comprehensively explains the interrelationships 

among those variables. 

 

 

3. Literature Review 

You mentioned the Institutional Theory. But how this theory is relevant in taking 

contracts in the model? 

Revisi: Paragraf 1-2 / Line 138-160 

The income-generating university is an application of the Resources Dependence 

Theory (RDT), explaining the behavior of institutions to carry out business initiatives as 

additional income. RDT is applied to describe institutional behavior in developing 

business ventures for additional income so that institutions can survive in meeting 

budgetary needs. The characteristics of the Resources Dependence Theory are needed 

to determine the resources, financial, infrastructure, and information needs of an 

environment that depends on external resources. One of the postulates in this theory is 

that organizations depend on external resources, resulting in inadequate control over the 



external environment, which can interfere with achieving organizational goals (Hillman et 

al., 2009). Additional income to improve the quality of education can be done with several 

public financing techniques. One is the gradual decline of public financing techniques so 

that universities experience sufficient funding. Therefore, in the end, it threatens the 

organization's existence. 

The most important note in this theory is effectiveness related to proactive 

management of a competitive external environment to support its efforts to earn income 

(Pautz, 2014). So far, RDT has been applied to explain how organizations can reduce 

dependency and uncertainty in their organizational environment. It is necessary to 

understand organizational behavior in the organizational environment. Organizations 

reduce the external influence and increase the power of the organization itself (Aldrich, 

1976). Organizational actions, such as forming interlocks, alliances, joint ventures, and 

mergers and acquisitions, are performed to overcome dependency and improve 

organizational autonomy and legitimacy. At the same time, resource dependence theory 

is one of many organizational theories that characterize organizational behavior. 

 

The hypothesis development section is very poorly written. Please rewrite your 

hypothesis development section with more arguments and with the latest 

references. 

Revisi: 

Paragraf 3 / Line 163-167 

Staff awareness in carrying out activities properly and correctly according to 

predetermined goals is a form of involvement in successfully implementing income 

generation. Various types of individual personality and environmental conditions can 

shape awareness to action. As with RDT, environmental information can determine 

individual awareness. 

 

Paragraf 9 / Line 222-227 

The higher education autonomy policy provided by the government provides 

flexibility to manage existing resources optimally. A derivative regulation is needed to 

implement this autonomy successfully, which forms the basis for the legality of the 

implementation of activities. Central leadership support in the form of the legality of the 

Rector's policy or the Rector's regulations which provide guidelines for resource 

management plays a significant role in achieving the planned income-generating target. 

 

4. Methodology 

Please add a reference to the Slovin formula. 

Revisi: Line 304-305 

Using the Slovin formula (Slovin, 1960), the number of samples obtained is 111 with 

a degree of the leniency of 5%. The samples are taken by simple random sampling 

 

 

 

 

 

 

 



In which survey selection method you collected your data is missing. Is it 

probability or nonprobability methods? Mention in detail. How did you manage the 

non-response bias in case of the online survey should be added? Why did you use 

PLS-SEM? Please write about it. 

Revisi: 

Structural Equation Modeling-Partial Least Squares (SEM-PLS) was utilized to test the 

hypothesis. SEM-PLS works by measuring path relationships together to check problem 

statistics. SEM-PLS also tends to address the problem of data distribution and 

multicollinearity. SEM-PLS is also suitable for this study because it requires minimal data 

assumptions and relatively small data and sample requirements (Pratolo, Sofyani, & 

Anwar, 2020). These research questions test the relationship between variables rather 

than fitting the research model, which is another reason SEM-PLS is more suitable than 

covariance-based SEM. 

 

5. Result 

• Please add a table of descriptive studies for getting general characteristics. 

• Please edit Table 1 so that it fits well. It is too long. Otherwise, you can transfer 

the detailed questions to the appendix section. 

• Please include the HTMT calculation for discriminant validity. 

• Please edit Table 2. No need to write the correlations on both sides of the table. 

Please follow the other articles in this regard. 

• How did you address the common method bias? 

Revisi: 

Line 376-378 

Morever, Table 3 shows the value of HTMT is below 0.85, which means that the research 

model meets the discriminant validity assessment.  

Line 388-390 

This study uses full collinearity to address the common method bias. The Average full 

collinearity VIF (AFVIF) is 2.617, which is accepted because the score is <=5. The criteria 

are accepted if AVIF <=5.  

Line 453-460 

Legal Entity university produces income generating and increases its income generating 

capacity. Its successful implementation also provides more significant income to 

everyone in the institution through greater incentives, thereby helping to improve the 

economic conditions of employees, institutions, and all academics. Additional income can 

ease the burden on universities for various program expenditures or functions. It is 

considered less government's participation because of the sharing of funding between 

the government and universities. The income generated will significantly help increase 

the resources that universities have. 

Line 472-477 

Awareness is the individual's ability to make contact with his environment and himself 

(through his five senses) and restrict his environment and himself (through attention). 

Staff awareness in activities is a condition in which staff focuses on the initiative, seeks, 

and can select the stimuli the leadership provides. In the context of employees in a higher 

education environment with many standard operating procedures, an employee tends to 

feel in a comfort zone. Hence, the level of awareness could be higher. 

 

 



Line 488-492 

Staff participation in an agency plays a significant role in the decision-making process. 

Employees get the opportunity to influence management decisions and can contribute to 

improving the performance of their organization. However, in carrying out their activities, 

there are many conditions when they are reluctant to convey their creative ideas. They 

can be passive, so they cannot provide changes in organizational performance 

Line 513-518 

Employee awareness reflected in action determines the role of the chancellor in realizing 

various kinds of income-generating implementation policies. The initial principle built is 

that individuals focus on non-material factors and are only normative. In this principle, the 

element of forming awareness is more than leading to the element of obligation so that 

several components can be considered, including the value system believed by the 

individual, perspective or attitude, and behavior. 

Line 531-538 

Employee involvement plays a role in realizing the success of a program. Participation 

can increase motivation because employees feel more accepted and involved in every 

activity in the agency. Self-esteem, job satisfaction, and cooperation with leaders can also 

automatically increase, and vice versa. According to employee motivation, they cannot 

give their best performance. As with the implementation of income-generating as a form 

of educational autonomy policy, employee involvement is the main driving force for higher 

education performance. However, much of their involvement is so low that they cannot 

contribute to the leadership. 

Line 562-570 

Policies compiled by the central leadership (Rector) can massively affect the performance 

of tertiary institutions. Rector policies such as regulations regarding the identification of 

additional income, types of additional income, mechanisms for collecting additional 

income, and regulations regarding the amount of additional income that enters the 

Rector's account can improve income-generating performance. It is in line with the 

resource-dependent theory, which explains that universities can identify funding sources 

to increase internal income. It reduces dependence on government funding so that 

universities can exist and significantly contribute to the academic community's welfare 

and the better performance of higher education institutions and society. 

 

6. Conclusion 

The study is of serious concern with the implication part. There is nothing written 

about how this study contributes in terms of 

• Theoretical Implication 

• Managerial Implication 

• Policy Implication 

Revisi: Line 658-678 

The theoretical implication of this research is to explain the existence of universities 

in maintaining and adjusting the funding autonomy policy from the government. 

Theoretically, this study explains that RDT can determine financial resources, 

infrastructure needs, and information from an environment that depends on external 

resources. Additional income to improve the quality of education can be done with several 

public financing techniques that can contribute to agencies, academics, and society. It 

means that by becoming a PTN BH, tertiary institutions will not experience a shortage of 

funding. 



From a managerial implication point of view, i.e., the implementation of income-

generating policies involves many parties, including employees and leaders, so it requires 

qualified human resource management. Encouragement and motivation for employees 

need to be done to increase employee performance and create awareness for achieving 

additional income targets. The form of stimulus in the form of promotion or remuneration 

can improve income-generating performance. 

Furthermore, from the aspect of policy implications, existing internal policies can be 

optimized for the management of income generation. Internal policies include the Rector's 

regulations regarding the mechanism for collecting and determining income-generating 

rates. All of these policies can be implemented simultaneously by all units or faculties in 

tertiary institutions. This form of technical and tariff uniformity can facilitate income-

generating implementation so that it can improve the income-generating performance of 

each unit or faculty. 

 

7. References 
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Abstract: The policy of educational autonomy through legal entity state universities is a very inter- 15 

esting issue. Universities have the authority to manage finances and collect additional income, spe- 16 

cifically income generating. Its successful implementation also provides more significant income to 17 

everyone in the institution through greater incentives, thereby helping to improve the economic 18 

conditions of staff, institutions, and all academics. The study examines empirical evidence of factors 19 

influencing university income-generating performance. Then, this study presents the direct and 20 

indirect effects of staff awareness, staff participation, and top management support on income- 21 

generating performance. This research used a quantitative approach utilizing Structural Equation 22 

Model with WarpPLS. A questionnaire-based survey collected 111 valid responses. Surveys were 23 

distributed to the appointed persons in charge of each unit, faculty, and university. The results show 24 

that staff awareness influences top management support. Top management support also affects 25 

income-generating performance, so it impacts the role of top management support, which can 26 

mediate the influence of staff awareness on income-generating performance. On the other hand, 27 

staff participation cannot influence top management support and income-generating performance. 28 

It means that top management support cannot mediate the effect of staff participation on income- 29 

generating performance. 30 

Keywords:   31 

 32 

1. Introduction 33 

 34 

Education plays an important role not only for individuals but also for society as a whole. 35 

The importance of education and training in the economy has been recognized worldwide, 36 

and countries are making great efforts to provide public funding for the education sector. 37 

Education helps accelerate economic growth through the development of knowledge and 38 

skills. Education is a fundamental pillar in one's life. Achieving universal education goals 39 

increases the overall need for investment in human resources. In recent years, governments 40 

worldwide have spent significant resources investing in education. 41 

The higher education autonomy policy has been introduced since 1999, in which the 42 

government provides support and autonomous rights to achieve the university's vision and 43 

mission as a higher education provider. The government determines universities that meet 44 

specific requirements to become Legal Status State-owned Legal Entities (Badan Hukum 45 

Milik Negara), Education Legal Entities (Badan Hukum Pendidikan), Public Service Agencies 46 
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(Badan Layanan Umum), and Public University with Legal Entity (Perguruan Tinggi Negeri 47 

Badan Hukum). 48 

Universitas Negeri Semarang is one of the universities moving from a Public Service 49 

Agency to a Public University with a Legal Entity level. This stipulation is set forth in 50 

Government Regulation of the Republic of Indonesia Number 36 of 2022 concerning State 51 

Higher Education Institutions Legal Entities Universitas Negeri Semarang. The educational 52 

autonomy policy impacts education funding from the government to universities. The 53 

involvement of the government becomes less and less because of this autonomy. 54 

Universities must be able to increase the amount of funding from the higher education 55 

autonomy policy. Therefore, it is necessary to explore sources of funds that come not only 56 

from educational funding but also from other sources of income generating. 57 

Education financing has been a joint partnership between the government and other 58 

development partners. Resource Dependence Theory (RDT) postulates to explain the 59 

behavior of public institutions to start business ventures for additional income. It also 60 

describes the behavior of educational institutions to start business ventures as a complement 61 

to income to ensure their survival. In line with this theory, tertiary institutions are required 62 

to fulfill the needs of financial, physical, and informational resources. 63 

In general, income at Universitas Negeri Semarang (UNNES) is divided into two 64 

categories: income received from academic and non-academic aspects. Income originating 65 

from the academic aspect is the Single Tuition Fee (STF). In contrast, non-academic income 66 

consists of program grants, fees for conducting national/international seminars and 67 

workshops, room service providers for celebrations, laboratory rent, canteen/room rental, 68 

and journal management incentives (Mahmud et al., 2022). Income from academic or 69 

educational services (STF) has an intercept number already established because the amount 70 

of student STF is visible with relatively straightforward calculations. The STF amount for 71 

each batch is relatively straightforward; just waiting for the payment timing. It is different 72 

from the nature of non-academic or educational income.  73 

The characteristic of non-academic/educational service income has an intercept value 74 

(in the regression line) of IDR  0 at the beginning of each year. Increasing income by IDR  75 

1 Billion from the previous year's realization is not easy because it always starts with IDR  76 

0. If the previous year's realization is IDR  50M (for example), then increasing IDR  1 77 

Billion to IDR  51 Billion does not mean "only" adding IDR  1 Billion, meaning that the 78 

income-generating performance target is IDR  51 Billion. The university is still trying hard 79 

to be able to increase the income-generating intercept of each unit. Moreover, to realize the 80 

51 Billion target, it is necessary to have sustainable business units and non-academic service 81 

units to increase the intercepted number. The form of work unit participation is directed at 82 

the emergence of practical ideas from each work unit which becomes a strong desire for the 83 

work unit to realize. If going-concern business units have been formed, the income 84 

potentials can be described more clearly.  85 

The observations in each unit show that there are still several obstacles, including the 86 

staff need for more transparency about the number of funds obtained and reported. Fur- 87 

thermore, the staff carries out activities that have yet to reach the set targets. Extracting 88 

additional income still needs attention because the sustainability of the education process 89 

depends on the number of funds that can be used for development. The following research 90 

resulted in the findings that the problems were unaccountable, unprofessional 91 

management, needing to be more transparent, and being compliant with the policies set by 92 

the university (Siswanto et al., 2013). 93 

The study of the implementation of income-generating performance is fascinating 94 

because the higher education policy in Indonesia directs tertiary institutions to become 95 

Public Universities with Legal Entities (PTN BH). It means that there is independence for 96 

higher education institutions to seek other sources besides funding from the government. 97 

Several factors that influence the implementation of additional income include staff 98 

participation (Nyamwega, 2016; Adan & Keiyoro, 2017; Groen et al., 2017), staff awareness 99 
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(Arqawi et al., 2018; Rigolizzo & Zhu, 2020; Chang et al., 2021), and leadership policies 100 

(Kerei, 2014; Liu & Gao, 2021). 101 

Staff participation includes determining the increase in income generation so that all 102 

business unit activities can be carried out effectively (Adan & Keiyoro, 2017). Staff is also 103 

involved in making decisions about income-generating activities or projects, so creative and 104 

innovative ideas are needed (Adan & Keiyoro, 2017; Groen et al., 2017; Nyamwega, 2016). 105 

The staff's role in commitment and motivation can provide strong support for income- 106 

generating performance. Staff commitment and motivation are shown, among others, 107 

through efforts to contribute thoughts and energy and make the right decisions (Iravo, 2014; 108 

Miranda & Celestino, 2016; Kipkoech, 2018). 109 

Staff awareness of all income-generating activities can also improve organizational 110 

performance (Chang et al., 2021). Self-awareness is an extension of the self, reflecting how 111 

an individual understands and evaluates himself in his work (Arqawi et al., 2018; Rigolizzo 112 

& Zhu, 2020). With the help of self-awareness, one is empowered to make changes, build 113 

strengths, and identify places to improve (Chang et al., 2021; Rigolizzo & Zhu, 2020). 114 

Furthermore, top management support related to income-generating management 115 

mediates the participation of staff (Kerei, 2014) and awareness (Liu & Gao, 2021) of the 116 

performance of income-generating staff in the implementation of income-generating. 117 

This research provides theoretical and practical contributions. The theoretical contri- 118 

bution is to contribute knowledge related to the independence of university education fund- 119 

ing from the central government. Universities can also survive with other funding sources, 120 

which are managed using the principle of educational autonomy. The existence of higher 121 

education institutions is good when they can optimally collect additional income for the 122 

welfare of the institution, academic community, and society. Its practical contribution is to 123 

provide an overview of the practice of identifying and classifying additional funding origi- 124 

nating from the educational autonomy policy. The government must also continue to share 125 

income, considering that it is the government's obligation following the 1945 Constitution 126 

that the state educates the nation's life. 127 

Furthermore, this study aims to analyze the influence of determinant factors 128 

influencing university income-generating performance. This study explained the direct 129 

and indirect effects of staff awareness, staff participation, and top management support 130 

on income-generating performance. The novelty of this study is in the staff awareness 131 

variable, which is the moderating variable. It is based on recommendations from the 132 

research results of Adan & Keiyoro (2017). Staff awareness is a driver of policy success 133 

and income-generating performance. The study comprehensively explains the 134 

interrelationships among those variables. 135 

2. Literature Review and Research Hypotheses Development 136 

2.1. Resources Dependence Theory 137 

The income-generating university is an application of the Resources Dependence 138 

Theory (RDT), explaining the behavior of institutions to carry out business initiatives as 139 

additional income. RDT is applied to describe institutional behavior in developing 140 

business ventures for additional income so that institutions can survive in meeting 141 

budgetary needs. The characteristics of the Resources Dependence Theory are needed to 142 

determine the resources, financial, infrastructure, and information needs of an 143 

environment that depends on external resources. One of the postulates in this theory is 144 

that organizations depend on external resources, resulting in inadequate control over the 145 

external environment, which can interfere with achieving organizational goals (Hillman 146 

et al., 2009). Additional income to improve the quality of education can be done with 147 

several public financing techniques. One is the gradual decline of public financing 148 

techniques so that universities experience sufficient funding. Therefore, in the end, it 149 

threatens the organization's existence. 150 

The most important note in this theory is effectiveness related to proactive 151 

management of a competitive external environment to support its efforts to earn income 152 
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(Pautz, 2014). So far, RDT has been applied to explain how organizations can reduce 153 

dependency and uncertainty in their organizational environment. It is necessary to 154 

understand organizational behavior in the organizational environment. Organizations 155 

reduce the external influence and increase the power of the organization itself (Aldrich, 156 

1976). Organizational actions, such as forming interlocks, alliances, joint ventures, and 157 

mergers and acquisitions, are performed to overcome dependency and improve 158 

organizational autonomy and legitimacy. At the same time, resource dependence theory 159 

is one of many organizational theories that characterize organizational behavior. 160 

 161 

2.2. Staff Awareness 162 

Staff awareness in carrying out activities properly and correctly according to 163 

predetermined goals is a form of involvement in successfully implementing income 164 

generation. Various types of individual personality and environmental conditions can 165 

shape awareness to action. As with RDT, environmental information can determine 166 

individual awareness. Awareness refers to a person’s conscious experience of the content 167 

of thoughts, including their breadth and clarity (Mikulas, 2011). Brown & Ryan (2003) 168 

suggest that awareness is the background of the awareness "radar," which continuously 169 

monitors the external and internal environment. A person may be aware of a stimulus 170 

without being the center of attention.  171 

Staff awareness can affect performance. Awareness enables individuals to be more 172 

receptive to the development of their environment, enabling them to respond effectively 173 

to challenges and changing situations (Dane, 2011; Salvato, 2009; Weick & Sutcliffe, 2006). 174 

Awareness of any practice or phenomenon is vital as it leads to proper implementation 175 

and facilitation. When employees are aware of their environmental work practices, they 176 

will use innovative work practices, ultimately affecting the performance of individuals 177 

and the organization (Garg & Lal, 2015). Furthermore, Garg & Lal (2015) states that 178 

awareness of practice reduces fear of uncertainty and concern about changes occurring in 179 

an organization.  180 

Aware staff is relatively easier to adapt to new practices than unaware employees. 181 

One form of the new practice in universities is implementing income generation. Every 182 

work unit at the university has the opportunity to generate income. In this case, increasing 183 

revenue is one aspect of improving the organization's overall performance. Staff who have 184 

an awareness of collecting all income-generating activities will have an impact on 185 

improving performance. Staff awareness is reflected in the innovative practices 186 

implemented in each program. Then, staff with a high level of awareness can also deal 187 

with any policy changes in the organization. Management awareness is essential to 188 

survive in a constantly changing environment and have high competitiveness. 189 

 190 

2.3. Staff Participation 191 

Participation that encourages staff involvement in decision-making will impact 192 

improving performance. In income-generating universities, staff of work units with a high 193 

participation level will encourage more effective decision-making. In this case, the staff 194 

can provide innovative ideas or ideas to increase income generation. When the work unit 195 

staff makes decisions, they will feel motivated to work and be responsible for improving 196 

their performance, one of which is increasing income. 197 

Staff participation is a process by which staff can take control over their work and 198 

conditions by devoting involvement to making decisions regarding their work (Strauss, 199 

2006). In the process, employees share decision-making power regarding their duties with 200 

their superiors (Khalid & Nawab, 2018). Participation can be informal, formal, 201 

consultative, delegative, direct, or indirect. It is also stated by (van der Westhuizen et al., 202 

2012) define staff' participation as the totality of direct (personal or with the owner) or 203 

indirect (through owner's representation) forms in which individuals or groups guarantee 204 

their interests or contribute to the decision-making process. Each work practice's form of 205 

staff participation is examined (Khalid & Nawab, 2018). It consists of the capacity to 206 
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influence the design or change in organizational systems in which employees are involved 207 

and may also consult on broad and long-term organizational issues. These forms of 208 

participation affect employee retention, organizational productivity, and efficiency (Bhatti 209 

& Nawab, 2011). 210 

Based on the concept of staff participation, Tchapchet et al. (2014) revealed that there 211 

are several benefits for employees and managers, including 1) making employees 212 

participate in decision-making is an acknowledgment of the vital role that employees play 213 

in an organization and also recognizing of their economic rights; 2) involving employees 214 

in decision making is a form of the democratic principle in the workplace where 215 

employees can take more significant influence in decisions that will affect their lives at 216 

work; 3) Involving employees in decision making will help to reduce retention, 217 

absenteeism, number of complaints, and will result in a more cooperative relationship 218 

between management and workforce.  219 

 220 

2.4. Top Management Support 221 

The higher education autonomy policy provided by the government provides 222 

flexibility to manage existing resources optimally. A derivative regulation is needed to 223 

implement this autonomy successfully, which forms the basis for the legality of the 224 

implementation of activities. Central leadership support in the form of the legality of the 225 

Rector's policy or the Rector's regulations which provide guidelines for resource 226 

management plays a significant role in achieving the planned income-generating target. 227 

The research results show that top management support is one of the essential factors 228 

in driving a project's success (Ahmed & Mohamed, 2017). Leadership policy is one form 229 

of top management support that can affect the implementation of income generation. A 230 

policy will continuously evolve, from distributing or mentioning income or benefits from 231 

different income-generating activities or projects to various stakeholders or university 232 

entities (Kiamba, 2004). Grizzle & Pettijohn (2002) states that the policy of implementing 233 

income generating is a dynamic process in the form of the interaction of many factors. 234 

Four factors play a role in implementing a public policy: communication, resources, 235 

disposition or attitude, and bureaucratic structure (Siswanto et al., 2013).  236 

The leadership policy in implementing income generating is one of the practical 237 

control tools in implementing income-generating activities for each work unit. Thus, the 238 

policy can be a factor in encouraging increased income generation. Leadership policies 239 

can be a mediating factor for staff awareness and participation to increase income 240 

generation. Staff with high awareness and participation will devote all efforts to 241 

encouraging good performance. Involvement in decision-making related to income- 242 

generating implementation can create good income-generating policies, encouraging 243 

increased income-generating. 244 

Based on those as mentioned earlier, the hypotheses and theoretical framework 245 

developed as follows: 246 

H1. Staff awareness influences the income-generating performance 247 

H2. Staff participation influences the income-generating performance 248 

H3. Staff awareness influences top management support 249 

H4. Staff participation influences top management support 250 

H5. Top management support influences income-generating performance 251 

H6. Staff awareness has an influence on income-generating performance through top 252 

management support 253 

H7. Staff participation influences income-generating performance through top 254 

management support 255 

 256 

 257 

 258 

 259 

 260 
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Figure 1. The theoretical framework 277 

3. Methods 278 

3.1. Research design 279 

This quantitative research emphasizes the analysis of numerical data or numbers 280 

obtained by statistical methods and is carried out in inferential research or to test 281 

hypotheses so that the significance of the relationship between the variables studied is 282 

obtained. The procedure of this research is first to determine the central theme or problem 283 

management related to the implementation of income-generating in each unit, faculty, 284 

and study program. At this stage, an analysis was conducted by searching for literature 285 

sources and observations in units within the UNNES environment. Furthermore, 286 

analyzing the internal control of income-generating implementation by reviewing 287 

international journal articles and making research instruments. After that research, data 288 

processing. The results and discussions are carried out together to obtain 289 

recommendations and outputs. Recommendations are used as material for evaluating the 290 

implementation of the income-generating program at UNNES.  291 

 292 

3.2. Population and Research Sample 293 

One of the research topics in the social humanities field in the Strategic Plan of 294 

Universitas Negeri Semarang is the socio-economic field. In this research, the socio- 295 

economic field studied is about the addition of income (income generating). Through the 296 

flexibility of financial management, universities get incentives to generate income through 297 

the services provided and the use of physical and non-physical assets. University 298 

performance measures from a financial perspective are the most important after a 299 

customer perspective. Therefore, university income is exciting to study because it is very 300 

diverse.  301 

The population of this study is the staff in charge of activities that generate income. 302 

Based on the income-generating data at the university, there are 154 staff in eighteen work 303 

units. Using the Slovin formula (Slovin, 1960), the number of samples obtained is 111 with 304 

a degree of the leniency of 5%. The samples are taken by simple random sampling.  305 

𝑛 =
𝑁

1 + 𝑁(𝑒)2
 306 

 307 

𝑛 =
154

1 + 154 (0,05)2
= 111,19 308 

  309 

3.3. Research variables 310 

Staff awareness 

Staff participation 

Top manage-

ment support 

Income generat-

ing performance 

H1 

H2 

H3 

H4 

H6 

H5 

H7 
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The research variables consist of the dependent variable, the mediating variable, and 311 

the independent variable. Income-generating performance is the dependent variable, 312 

while the participation and awareness of staff are independent variables, and top man- 313 

agement support is a mediating variable. Income generating is the performance shown by 314 

the results of the mechanism of all activities generating income. The research instrument 315 

was developed using income-generating performance indicators: accountability, profita- 316 

bility, transparency, and competitiveness (Towett et al., 2019). The instrument is divided 317 

into several parts using a Likert scale of 1-5 to assess respondents' responses. 318 

Staff awareness is an extension of self, reflecting how an individual understands and 319 

evaluates his work. The staff awareness indicators are self-values and moral sense (Chang 320 

et al., 2021). Furthermore, staff participation is the role of staff in implementing income- 321 

generating, with indicators of work motivation and commitment (Adan & Keiyoro, 2017). 322 

The research instrument uses a Likert scale of 1-5 to assess respondents' responses.  323 

Top management support is the Rector's policy support for implementing income 324 

generation. Top management support indicators provide resources, structural arrange- 325 

ments, communication, expertise, authority, and power. Instrument development using 326 

top management support research instruments (Ahmed & Azmi bin Mohamed, 2017) 327 

with a Likert scale of 1-5. Here is the research model. 328 

 329 

3.4. Data Collection and Analysis Methods 330 

The data collection methods used are questionnaires and documentation. Question- 331 

naires are used to explore income-generating implementation, while documentation is 332 

used to obtain data on the number of staff and unit leaders. This study uses statistical 333 

analysis to answer research questions and test hypotheses by analyzing and testing em- 334 

pirical models. The first data analysis was descriptive; it was to find out and explain the 335 

general description of the respondents and the description of the variables. Respondent 336 

identification was carried out by descriptive analysis using trend data such as age, gender, 337 

and educational background. 338 

Structural Equation Modeling-Partial Least Squares (SEM-PLS) was utilized to test 339 

the hypothesis. SEM-PLS works by measuring path relationships together to check prob- 340 

lem statistics. SEM-PLS also tends to address the problem of data distribution and multi- 341 

collinearity. SEM-PLS is also suitable for this study because it requires minimal data as- 342 

sumptions and relatively small data and sample requirements (Pratolo, Sofyani, & Anwar, 343 

2020). These research questions test the relationship between variables rather than fitting 344 

the research model, which is another reason SEM-PLS is more suitable than covariance- 345 

based SEM. 346 

Using the structural analysis model explains the relationship and interdependence 347 

of research variables. This model was developed as an alternative for situations where the 348 

theoretical basis for the design is weak or has not been found, and some indicators do not 349 

meet the reflective measurement model, so it is formative. PLS is a powerful analytical 350 

method because it does not require many assumptions, and the sample size can be small 351 

or large. Besides being able to be used as a confirmation of theory (hypothesis testing), 352 

PLS can also be used to build relationships for which there is no theoretical basis or for 353 

testing propositions. 354 

4. Results and Discussion  355 

4.1. Results 356 

4.1.1. Measurement Model 357 

The validity and reliability of the research questionnaire are needed before testing 358 

the hypotheses. The study conducted a convergent and discriminant validity test on the 359 

research instrument. Convergent validity is part of the measurement model, usually 360 

referred to as the outer model in SEM-PLS. The criteria used to determine whether the 361 

questionnaire is valid refers to the loading factor being more than 0.05. 362 
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The results of the study show that each indicator of staff awareness (SA), staff 363 

participation (SP), top management support (TMS), and Income Generating Performance 364 

(IGP) has a loading factor that is more than 0.05, and each is significant (p<0.001). 365 

Discriminant validity is fulfilled if the average variance extracted (AVE) from the 366 

extracted average variation must be higher than the correlation involving the latent 367 

variable. The results for AVE show 0.599, 0.762, 0.691, and 0.732. These results indicate 368 

that the question items given to the respondents are valid and can be used to measure the 369 

constructs of the study. The reliability test also shows Cronbach's alpha's > 0.7 and 370 

composite reliability > 0.8. The loading factor of SA, SP, TMS, and IGP Cronbach's alpha 371 

result show 0.916, 0.728, 0.963, and 0.72. The result of composite reliability for SA, SP, 372 

TMS, and IGP is 0.930, 0.865, 0.967, and 0.974. These results explain that the question items 373 

on the research variables consistently measure each variable or are reliable and can be 374 

used. The tests on the outer model show that the construct meets validity and reliability. 375 

It can be seen in table 1 and table 2 below. Morever, Table 3 shows the value of HTMT is 376 

below 0.85, which means that the research model meets the discriminant validity assess- 377 

ment. 378 

 379 
Table 1. Outer Model Results 380 

Construct AVE Cronbach’s Alpha Composite Reliability 

Staff Awareness 0.599 0.916 0.930 

Staff Participation  0.762 0.728 0.865 

Top Management Support 0.691 0.963 0.967 

Income Generating Performance 0.732 0.972 0.967 

 381 
Table 2. Fornell-Lacker 382 

 Staff Awareness Staff Participation 
Top Management Sup-

port 

Income Generating Perfor-

mance 

Staff Awareness (0.774) 0.06 0.595 0.608 

Staff Participation 0.066 (0.873) -0.084 -0.086 

Top Management Sup-

port 

0.764 -0.084 (0.832) 0.785 

Income Generating Per-

formance 

0.595 -0.086 0.785 (0.855) 

 383 
Table 3. Heterotrait-Monotrait Ratio Criterion 384 

 Staff Awareness Staff Participation 
Top Management Sup-

port 

Income Generating Perfor-

mance 

Staff Awareness 0.000 0.119 0.820 0.000 

Staff Participation 0.000 0.000 0.138 0.000 

Top Management Sup-

port 

0.000 0.000 0.000 0.000 

Income Generating Per-

formance 

0.633 0.162 0.812 0.000 

 385 

 386 

4.1.2. Hypotheses Testing 387 
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This study uses full collinearity to address the common method bias. The Average 388 

full collinearity VIF (AFVIF) is 2.617, which is accepted because the score is <=5. The cri- 389 

teria are accepted if AVIF <=5. The research hypotheses were analyzed by using structural 390 

equation modeling with WarpPLS. In summary, the fit and quality indices model is 391 

presented in Table 4. 392 

 393 
Table 4. Results of Fit Test and Quality Indices 394 

No Model Fit and Quality Indices Fit Criteria Results Notes 

1. Average path coefficient (APC) P = 0.002 
0.335 

P<0.001 
Accepted 

2. Average R-squared (ARS) P < 0.001 
0.624 

P<0.001 
Accepted 

3. 
Average adjusted  

R-squared (AARS) 
P < 0.001 

0.616 

P<0.001 
Accepted 

4. Average block VIF (AVIF) 
Accepted if <= 5, ideally <= 

3.3 
1.629 Ideal 

5. 
Average full collinearity  

VIF (AFVIF) 

Accepted if <= 5, ideally <= 

3.3 
2.617 Accepted 

6. Tenenhaus GoF (GoF) 

small >= 0.1, 

medium >= 0.25,  

large >= 0.36 

0.722 Large, Accepted 

7. Sympson's paradox ratio (SPR) 
Accepted if >= 0.7, ideally = 

1 
1.000 Accepted 

8. R-squared contribution ratio (RSCR) 
Accepted if >= 0.9, ideally = 

1 
1.000 Accepted 

9. Statistical suppression ratio (SSR) Accepted if >= 0.7 1.000 Accepted 

10. 
Nonlinear bivariate causality direction ratio 

(NLBCDR) 
Accepted if >= 0.7 1.000 Accepted 

 395 

The research hypotheses were analyzed using structural equation modeling (SEM) 396 

with the WarpPLS approach. Model Fit and Quality Indices indicators include Average Path 397 

Coefficient (APC), Average R-squared (ARS), Average Variance Inflation Factor (AVIF), Average 398 

full collinearity VIF (AFVIF), Tenenhaus GoF (GoF), Sympson's Paradox Ratio (SPR), R-Squared 399 

Contribution Ratio (RSCR), Statistical Suppression Ratio (SSR) and Nonlinear Bivariate 400 

Causality Direction Ratio (NLBCDR). 401 

The output results of Table 5 show that the indicator value of APC = 0.355, ARS = 402 

0.624, and AARS = 0.616. The three indicators were significant at p < 0.001, far from the 403 

criteria for p < 0.05, so all of them fulfilled the good criteria. The indicators AVIF = 1.629 404 

and AFVIF = 2.617 are ideal and accepted because they are far below 5, so there is no 405 

multicollinearity between the independent variables. The GoF value, which measures the 406 

model's explanatory power of 0.722, is included in the ideal criteria. The SPR, RSCR, SSR, 407 

and NLBCDR indicators are worth 1,000, so they meet the ideal criteria. The conclusion is 408 

that the model from this study fits with the data so that it can continue to the next test. 409 

The following is an image of the research model and the results obtained based on data 410 

processing using the WarpPLS 6.0 program (Table 6). 411 

Hypothesis testing in WarpPLS analysis using t-test. The decision rule for hypothesis 412 

testing is as follows: if the P-value is 0.10 (alpha 10%), it is said to be weakly significant. If 413 

the P-value of 0.05 (alpha 5%) is significant, and if the P-value is 0.01 (alpha 1 %), it is said 414 

to be highly significant. Based on data processing, the output path coefficients and P- 415 

values are obtained in Table 5 and Table 6 below. 416 

 417 
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Table 5. Hypotheses Testing Results (Direct Effect)  418 

Hypothesis Relationship between variables Path Co-

eff. 

P-Values Notes 

Explanatory Variable > Responded Variable 

H1 Staff Awareness (SA) > Income Generating Performance 

(IGP) 

-0.01 0.46 Rejected 

H2 Staff Participation (SP) > Income Generating Performance (IGP) -0.09 0.17 Rejected 

H3 Staff Awareness (SA) > Top Management Support (TMS) 0.77 <0.01 Accepted 

H4 Staff Participation (SP) > Top Management Support (TMS) -0.13 0.10 Rejected 

H5 Top Management Sup-

port (TMS) 

> Income Generating Performance (IGP) 0.77 <0.01 Accepted 

 419 

The test results in Table 5 show that the path coefficient of staff awareness to income- 420 

generating performance is -0.01, P-value of 0.46 or > 0.05. It means that there is no effect 421 

of staff awareness on income-generating performance. The path coefficient of staff 422 

participation to income-generating performance is -0.09 with P-values of 0.17 or > 0.05, 423 

which means that staff participation does not affect income-generating performance. 424 

Furthermore, the path coefficient of staff awareness of top management support has a 425 

value of 0.77 with P-values < 0.01 or < 0.05, which means that staff awareness influences 426 

top management support (highly significant). The coefficient of the path of staff 427 

participation to top management support is -0.13 with P-values of 0.10 or > 0.05. It means 428 

that the participation of staff does not affect top management support. Then the path 429 

coefficient on top management support to income-generating performance shows a value 430 

of 0.77 with P-values of <0.01 or <0.05, so top management support influences income- 431 

generating performance (highly significant). It is concluded that H1, H2, and H4 are 432 

rejected, while H3 and H5 are accepted. 433 

 434 

Table 6. Hypothesis Testing Results (Indirect Effect) 435 

 436 

Hypothesis 

Relationship between variables 

Path Coeff. 
P-Val-

ues 
Notes Explanatory Vari-

able 

> Intervening 

Variable 

> Response 

Variable 

H6 Staff Awareness 

(SA) 

> Top Management 

Support (TMS) 

> Income 

Generating 

Perfor-

mance 

(IGP) 

0.595 <0.01 Accepted 

H7 Staff Participation 

(SP) 

> Top Management 

Support (TMS) 

> Income 

Generating 

Perfor-

mance 

(IGP) 

-0.094 0.078 Rejected 

 437 

The results of the indirect effect in Table 6 show that the path coefficient of the 438 

influence of staff awareness on income-generating performance through top management 439 

support shows a value of 0.595 with P-values <0.01 or <0.05. Top management support 440 

can mediate the effect of staff awareness on income-generating performance. Therefore 441 

H6 is accepted. Furthermore, the effect of staff participation on income-generating 442 
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performance through top management shows a coefficient value of -0.094 with P-values 443 

of 0.078 or > 0.05. It means that top management support cannot mediate the effect of staff 444 

participation on income-generating performance. Therefore H7 is rejected. 445 

    446 

 447 
 448 

Figure 2. Relationship between Staff Awareness, Staff Participation, Top 449 

Management Support, and Income Generating Performance 450 

 451 

4.2. Discussion 452 

Legal Entity university produces income generating and increases its income 453 

generating capacity. Its successful implementation also provides more significant income 454 

to everyone in the institution through greater incentives, thereby helping to improve the 455 

economic conditions of employees, institutions, and all academics. Additional income can 456 

ease the burden on universities for various program expenditures or functions. It is 457 

considered less government's participation because of the sharing of funding between the 458 

government and universities. The income generated will significantly help increase the 459 

resources that universities have. 460 

Problems in higher education related to regulations, management, leadership, and 461 

organizational management can be solved by institutional theory (Cai & Mehari, 2015). 462 

Furthermore, Kezar & Sam (2013) stated that faculty members and leaders have an 463 

essential role in influencing the institutionalization process in higher education. 464 

Therefore, the study's respondents are also faculty members and leaders who are 465 

members of the income-generating management work unit. They are requested to fill in 466 

the questionnaires to be analyzed the influence of staff awareness, aff participation, and 467 

top management support on income-generating performance in universities, either 468 

directly or indirectly. 469 

 470 

4.2.1. Staff Awareness affect on Income Generating Performance  471 

Awareness is the individual's ability to make contact with his environment and 472 

himself (through his five senses) and restrict his environment and himself (through 473 

attention). Staff awareness in activities is a condition in which staff focuses on the 474 

initiative, seeks, and can select the stimuli the leadership provides. In the context of 475 

employees in a higher education environment with many standard operating procedures, 476 

an employee tends to feel in a comfort zone. Hence, the level of awareness could be higher. 477 
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This study has lessened the effect of staff awareness on organizational performance. 478 

Staff who are aware of work practices in their environment tend to use innovative work 479 

practices (Garg & Lal, 2015). One form of innovative practice in higher education is 480 

income-generating activities so that all staff can generate income which impacts 481 

increasing income-generating performance. However, even though staffs or employees 482 

are aware of implementing innovative practices in their work by generating income, they 483 

have yet to be able to improve income-generating performance directly. Staffs need to be 484 

part of the income-generating policymakers to impact income-generating performance. 485 

 486 

4.2.2. Staff participation affect income-generating performance 487 

Staff participation in an agency plays a significant role in the decision-making 488 

process. Employees get the opportunity to influence management decisions and can 489 

contribute to improving the performance of their organization. However, in carrying out 490 

their activities, there are many conditions when they are reluctant to convey their creative 491 

ideas. They can be passive, so they cannot provide changes in organizational performance. 492 

The study results indicate that staff participation cannot affect income-generating 493 

performance. Uribetxebarria et al. (2021) revealed that if the performance of an 494 

organization is seen from the productivity of the organization's staff, then staff 495 

participation does not have a significant positive effect on organizational performance but 496 

has a significant negative effect. That is, the higher participation of staff in the 497 

organization indicates the low productivity of staff, or it can be interpreted that the higher 498 

productivity of staff has a relationship with the low participation of staff. Assume staff 499 

with high productivity can produce many innovations regarding income-generating 500 

activities (ceteris paribus), thus causing a high work intensity. It makes staff only focus on 501 

work rather than care about their participation in the organization.  502 

This study does not only use staff productivity in measuring income-generating 503 

performance but is more complex, i.e., accountability, profitability, transparency, and 504 

competitiveness. This research allows staff who do not have direct job notes in income- 505 

generating activities to assess that staff do not require participation. However, each staff 506 

has an essential role in overcoming external pressure, strengthening the organization from 507 

within, and making organizational change through institutional entrepreneurship and 508 

work (van der Westhuizen et al., 2012). furthermore, staff participation is the key to 509 

successfully implementing quality management (Lam et al., 2015). 510 

 511 

4.2.3. Staff awareness affects Top Management Support 512 

Employee awareness reflected in action determines the role of the chancellor in 513 

realizing various kinds of income-generating implementation policies. The initial 514 

principle built is that individuals focus on non-material factors and are only normative. 515 

In this principle, the element of forming awareness is more than leading to the element of 516 

obligation so that several components can be considered, including the value system 517 

believed by the individual, perspective or attitude, and behavior. 518 

 Ritter (2006) states that one of the first stages in making ethical decisions is the moral 519 

awareness that a person has, for example, taking actions based on ethical principles. Staff 520 

awareness of acting can influence top management in making ethical decisions. It is 521 

because attention from natural awareness has a positive relationship with self-leadership 522 

and organizational transformation leadership to expand leadership knowledge about 523 

ethical decision-making models (King & Haar, 2017; Small & Lew, 2019). Ruedy & 524 

Schweitzer (2010) states that many unethical decisions stem from a lack of worker 525 

awareness. Staff who are aware of their work experience impact ethical decision-making. 526 

Staff with high awareness tend to make more ethical decisions (uphold ethical standards) 527 

than staff with low awareness. Thus, staff who have high awareness commit fraud less. 528 

 529 

4.2.4. Staff Participation affect Top Management Support 530 
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Employee involvement plays a role in realizing the success of a program. 531 

Participation can increase motivation because employees feel more accepted and involved 532 

in every activity in the agency. Self-esteem, job satisfaction, and cooperation with leaders 533 

can also automatically increase, and vice versa. According to employee motivation, they 534 

cannot give their best performance. As with the implementation of income-generating as 535 

a form of educational autonomy policy, employee involvement is the main driving force 536 

for higher education performance. However, much of their involvement is so low that 537 

they cannot contribute to the leadership. 538 

The results show that staff needs to contribute to top management decisions about 539 

income-generating policies. The task of the income-generating staff at the university is to 540 

ensure that the management of income-generating runs following the Standard Operating 541 

Procedure (SOP). It is possible to make all broad decisions, and long-term be the 542 

responsibility of certain management levels and external parties of the university. Huy 543 

(2001) and Daft (2010) stated that middle management is responsible for the central 544 

business units and departments setting, planning, and implementing goals that align with 545 

top management's goals. This study involves all staff to get the value of management 546 

participation, so the study's results have yet to show that management at all levels 547 

participates in making decisions. Staff with lower management levels (low management) 548 

may only have little participation or even no responsibility in making management 549 

decisions about income-generating.   550 

The results of this study are inversely proportional to Irawanto (2015)’s statement 551 

that to ensure staff participation in decision-making, leaders need to permit all staff to 552 

express their opinions or interfere during decision-making. That way, staff participation 553 

can influence decision-making (Irawanto, 2015). furthermore, to increase staff 554 

participation, we must categorize each decision requiring staff participation and 555 

involvement. Staff participation can impact decision-making if there are variations in the 556 

decision (Oluwatayo et al., 2017). If an organization does not identify which decisions 557 

require staff participation, staff will respond to low participation or even have no 558 

participation. 559 

 560 

4.2.5. Top Management Support Affects on Income Generating Performance 561 

Policies compiled by the central leadership (Rector) can massively affect the 562 

performance of tertiary institutions. Rector policies such as regulations regarding the 563 

identification of additional income, types of additional income, mechanisms for collecting 564 

additional income, and regulations regarding the amount of additional income that enters 565 

the Rector's account can improve income-generating performance. It is in line with the 566 

resource-dependent theory, which explains that universities can identify funding sources 567 

to increase internal income. It reduces dependence on government funding so that 568 

universities can exist and significantly contribute to the academic community's welfare 569 

and the better performance of higher education institutions and society. 570 

According to institutional theory, efforts to deal with internal and external pressures 571 

are to look to their peers before making strategic decisions (DiMaggio & Powell, 1983). It 572 

follows what universities do in making policies or strategic decisions related to income 573 

generation by considering environmental conditions or other universities that have 574 

become legal entity universities through top management. Institutional theory in Turner 575 

& Angulo (2018) becomes a pillar in top management for making high-risk decisions by 576 

offering robust predictions for conducting studies on problems that exist in universities. 577 

More precisely, the theory is trying to abandon some rules that require standardized 578 

testing.  579 

The top management has a vital role in organizational performance, for example, 580 

income-generating activities. Implementation of strategic plans to achieve good 581 

organizational performance is influenced by top management support (Wuwei & Tobias, 582 

2022; Shillingi, 2017). Decision-making made by top management has a significant 583 

influence on the implementation of the strategic plan. When staff have low experience and 584 
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leadership skills, organizational performance may decline. Furthermore, Wuwei & Tobias 585 

(2022) emphasize that staff are leaders of all aspects of the company. Staff can manage, 586 

control, and evaluate all activities inside and outside the organization. Top management 587 

support and staff performance are two internal change agents in an organization adopting 588 

a management innovation (Yu et al., 2022). Leaders who can carry out their role to support 589 

organizational members at work make staff tend to exert effort for successful project 590 

execution (de Bakker et al., 2010). 591 

 592 

4.2.6. Top Management Mediate The Staff Awareness of Income-Generating Performance  593 

Staff awareness is not able to directly affect income-generating performance. 594 

However, top management support can mediate the relationship between the two. King 595 

& Haar (2017) demonstrated that the relationship to organizational transformation 596 

leadership is best understood as a mediated process. There is a mutual relationship 597 

between staff with the awareness and top management in making decisions about 598 

income-generating. The first stage of producing ethical income-generating decisions 599 

requires the awareness of ethical staff (Ritter, 2006). 600 

Furthermore, Reb et al. (2014) found that attentive supervisors positively impacted 601 

the well-being and performance of their staff. Leadership provides greater clarity around 602 

the potential influence of work awareness on job performance (Dane & Brummel, 2013). 603 

therefore staff with awareness must be kept from the leadership role. Leaders can increase 604 

staff awareness at work, impacting staff welfare and performance and leading to 605 

organizational performance (Reb et al., 2014). Glomb et al. (2011) agree that staff 606 

awareness can improve various aspects, such as social relations, resilience, and staff 607 

performance.  608 

Staff or employees who are aware of managing income-generating will influence 609 

income-generating performance. Work awareness helps staff improve welfare in the 610 

workplace as a factor of job satisfaction. Efforts that can be made to increase staff 611 

awareness at work can be carried out awareness training which aims to reduce staff stress 612 

at work, increase job satisfaction, and improve their performance. Hyland et al. (2015) 613 

state that mindful workers can reduce stress, improve mental health, physical health, and 614 

cognitive function, and improve performance and well-being. Staff with low-stress levels 615 

can increase their productivity. On the other hand, stressed staff can reduce their 616 

productivity by up to 53.2% (Safitri, 2019), so organizational goals cannot be achieved. 617 

 618 

4.2.7. Top Management Support Mediate the Staff Participation in Income-Generating 619 

Performance  620 

The study results indicate that top management's role has not been successful in 621 

mediating staff participation's influence on income-generating performance. This result is 622 

in line with Oluwatayo et al. (2017) that staff participation in making decisions on 623 

company performance does not have a significant effect. It is due to the assumption that 624 

staff involvement in decision-making, such as implementing work and organizational and 625 

operational activities, will result in poor company performance or low income. This 626 

study's results differ from Chukwuemeka's (2020) study, which states that staff 627 

participation in decision-making significantly affects organizational performance. It is 628 

because staff motivation needs to be formed in the organization. The low motivation of 629 

staff is because their existence has yet to be recognized by the leadership, as evidenced by 630 

the lack of critical organizational meetings involving staff. Other than that, Benn et al. 631 

(2015) revealed that staff participation would gradually increase staff engagement in the 632 

organization and impact organizational performance (Bailey et al., 2017). Efforts to 633 

increase staff participation in the organization are to hold meetings between leaders and 634 

subordinates on essential issues every month or three months to stimulate morale and 635 

increase self-motivation. The meeting serves as a medium for staff actualization and 636 

creates a feeling that the staff feels recognized and valued in the organization 637 

(Chukwuemeka, 2020). 638 
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  639 

5. Conclusions 640 

Staff awareness cannot directly affect income-generating performance because staff 641 

who have awareness about work practices will form innovative work practices such as 642 

income-generating activities. However, these innovative work practices are not the 643 

primary determinant of income-generating performance because, in practice, income- 644 

generating requires a decision from superiors. Top management support can mediate the 645 

relationship between staff awareness and income-generating performance. The results 646 

show that efforts to achieve income-generating performance require a wise decision from 647 

top management support regarding income generating. The first step to making ethical 648 

decisions is the ethical awareness of staff so that the resulting decisions are ethical, 649 

especially regarding income-generating. 650 

Furthermore, staff participation does not affect top management support because 651 

certain management levels carry out decisions about income-generating, so the 652 

distribution of lower-level management positions still needs to have a maximum 653 

contribution in making decisions. It impacts the role of top management support, which 654 

cannot mediate the relationship between staff participation and income-generating 655 

performance. Furthermore, efforts to increase staff participation can be made by 656 

categorizing each decision requiring staff participation and involvement.  657 

The theoretical implication of this research is to explain the existence of universities 658 

in maintaining and adjusting the funding autonomy policy from the government. 659 

Theoretically, this study explains that RDT can determine financial resources, 660 

infrastructure needs, and information from an environment that depends on external 661 

resources. Additional income to improve the quality of education can be done with several 662 

public financing techniques that can contribute to agencies, academics, and society. It 663 

means that by becoming a PTN BH, tertiary institutions will not experience a shortage of 664 

funding. 665 

From a managerial implication point of view, i.e., the implementation of income- 666 

generating policies involves many parties, including employees and leaders, so it requires 667 

qualified human resource management. Encouragement and motivation for employees 668 

need to be done to increase employee performance and create awareness for achieving 669 

additional income targets. The form of stimulus in the form of promotion or remuneration 670 

can improve income-generating performance. 671 

Furthermore, from the aspect of policy implications, existing internal policies can be 672 

optimized for the management of income generation. Internal policies include the Rector's 673 

regulations regarding the mechanism for collecting and determining income-generating 674 

rates. All of these policies can be implemented simultaneously by all units or faculties in 675 

tertiary institutions. This form of technical and tariff uniformity can facilitate income- 676 

generating implementation so that it can improve the income-generating performance of 677 

each unit or faculty. 678 

This study has several limitations; it only focuses on respondents at a specific 679 

management level resulting in different perceptions about their participation in 680 

influencing top management support. Then, for further research can conduct research on 681 

certain management levels, for example, middle-level management (a department or a 682 

unit in a university). This research also only focuses on the implementation of income- 683 

generating, which is an innovative work practice at Universitas Negeri Semarang. Then, for 684 

further research, it can expand the research scale and or apply a focus group discussion 685 

among staff and leaders to produce more comprehensive research. 686 
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Appendix 1 – Outer Model Results (in detailed) 827 
 828 

Construct Loading Factor AVE Cronbach’s Alpha 
Composite Reali-

bility 

Staff Awareness 
 

0.599 0.916 0.930 

Able to improve the position and reputation 

of the university 

0.776    

Provide maximum service to service users 0.814    

Help develop organizational and functional 

structures 

0.788    

Provide activity information properly and 

correctly 

0.758    

Continuously create staff efficiency 0.726    

Creating changes in information systems 

and computers 

0.801    

Creating conditions that can increase em-

ployee engagement 

0.688    

Encouraging organizational loyalty 0.788    

Open in giving criticism and suggestions 0.814    

Staff Participation   0.762 0.728 0.865 

Contribute to decision making involving 

types of Income Generating Activities 

0.873    

Organize every activity to participate in in-

creasing Income Generating 

0.873    

Top Management Support  0.691 0.963 0.967 

The leader provides sufficient resources to 

the project team to complete the project suc-

cessfully 

0.805    

Leaders provide adequate resources for ef-

fective system implementation in the face of 

organizational change 

0.832    

Leader develops strategy and ensures pro-

ject structure to achieve project objectives 

0.823    

Leaders focus on strategic and structural 

planning to improve organizational effi-

ciency and market value 

0.840    

Leaders encourage intensive communica-

tion about project implications related to 

systems and organizational changes to pro-

ject team members and project stakeholders 

0.905    

Leaders create effective communication 

strategies to improve project and organiza-

tional efficiency 

0.831    
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Leaders have relevant experience and ex-

pertise in managing projects 

0.860    

Leaders track performance and provide in-

come generating managers with feedback 

on their performance 

0.857    

Leaders often use their authority to imple-

ment best project management practices 

within the organization 

0.837    

Leaders use their authority to define clear 

roles and responsibilities of project stake-

holders 

0.810    

Leaders empower income generating man-

agers to complete each activity 

0.719    

Leaders encourage income generating man-

agers to experiment and take calculated 

risks 

0.860    

Leaders provide motivation and direction to 

managers of income generating 

0.819    

Leaders provide adequate resources for ef-

fective system implementation in the face of 

organizational change 

0.832    

Leader develops strategy and ensures pro-

ject structure to achieve project objectives 

0.823    

Leaders focus on strategic and structural 

planning to improve organizational effi-

ciency and market value 

0.840    

Leaders encourage intensive communica-

tion about project implications related to 

systems and organizational changes to pro-

ject team members and project stakeholders 

0.905    

Leaders create effective communication 

strategies to improve project and organiza-

tional efficiency 

0.831    

Leaders have relevant experience and ex-

pertise in managing projects 

0.860    

Leaders track performance and provide in-

come generating managers with feedback 

on their performance 

0.857    

Leaders often use their authority to imple-

ment best project management practices 

within the organization 

0.837    

Income Generating Performance  0.732 0.972 0.967 
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There is a plan for the amount of income 

generating targeted by each unit 

0.901 
  

 

The manager or person in charge of the ac-

tivity is able to present the implementation 

of activities that generate income in an 

open, fast, and accurate manner 

0.863 

  

 

The manager or person in charge of the ac-

tivity can provide the best service for partic-

ipants / service users 

0.901 

  

 

The manager or person in charge of the ac-

tivity is able to build a conducive entrepre-

neurial climate 

0.878 

  

 

The manager or person in charge of the ac-

tivity is able to account for the policies taken 

proportionally 

0.799 

  

 

Manager or person in charge of responsive 

activities for each service user 

0.867 
  

 

The manager or person in charge of the ac-

tivity has clear duties and responsibilities 

0.865 
  

 

In carrying out their duties and responsibili-

ties, there is no throwing of jobs 

0.861 
  

 

There are clear regulations regarding the 

implementation of income generating in 

each unit 

0.818 

  

 

There are clear standard operating proce-

dures in the implementation of income gen-

erating in each unit 

0.853 

  

 

The distribution of income generating shar-

ing is clearly defined and known by the unit 

leader 

0.818 

  

 

The manager or person in charge of the ac-

tivity is protected from external party inter-

vention in implementing income generating 

0.804 

  

 

There is monitoring of the implementation 

of income generating in each unit 

0.858 
  

 

There is an evaluation of the implementa-

tion of income generating in each unit 

0.881 
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Abstract: The policy of educational autonomy through legal entity state universities is a very inter- 15 

esting issue. Universities have the authority to manage finances and collect additional income, spe- 16 

cifically income generating. Its successful implementation also provides more significant income to 17 

everyone in the institution through greater incentives, thereby helping to improve the economic 18 

conditions of staff, institutions, and all academics. The study examines empirical evidence of factors 19 

influencing university income-generating performance. Then, t This study presents the direct and 20 

indirect effects of satff staff awareness, staff participation, and top management support on income- 21 

generating performance. This research used a quantitative approach utilizing Structural Equation 22 

Model with WarpPLS. A questionnaire-based survey collected 111 valid responses. Surveys were 23 

distributed to the appointed persons in charge of each unit, faculty, and university. Then, the data 24 

were analyzed using a Structural Equation Model with WarpPLS. The results show that managers’  25 

staff awareness influences top management support. Top management support also affects income- 26 

generating performance, so it impacts the role of top management support, which can mediate the 27 

influence of managers’ awareness on income-generating performance. On the other hand, manag- 28 

ers’  staff participation cannot influence top management support and income  generating perfor- 29 

mance. , so top management support cannot mediate the effect of managers’ participation on in- 30 

come generating performance. It means that top management support cannot mediate the effect of 31 

staff participation on income-generating performance 32 

Keywords: staff awareness; staff participation; income generating performance; top management 33 

support income generating performance; staff awareness; staff participation; top management sup- 34 

port 35 

 36 

 37 

1. Introduction 38 

Education plays an important role not only for individuals but also for society as a 39 

whole. Worldwide has recognized the importance of education and training in the economy 40 

has been recognized worldwide, and countries are making great efforts to provide public 41 

funding for the education sector. Education helps accelerate economic growth through the 42 

development of knowledge and skills. Education is a fundamental pillar in one’s life. 43 

Achieving universal education goals increases the overall need for investment in human 44 
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resources. In recent years, governments worldwide have spent significant resources invest- 45 

ing in education. 46 

The government has introduced higher education autonomy policy has been intro- 47 

duced since 1999, in which the government provides support and autonomous rights to 48 

achieve the university’s vision and mission as a higher education provider. The government 49 

determines universities that meet specific requirements to become legal status state-owned 50 

legal entities, education legal entities, public service agencies, and public universities with 51 

legal entities. 52 

Universitas Negeri Semarang is one of the universities moving from a public service 53 

agency to a public university with a legal entity level. This stipulation is outlined in govern- 54 

ment regulation of the Republic of Indonesia number 36 of 2022 concerning state higher 55 

education institutions legal entities. The educational autonomy policy impacts education 56 

funding from the government to universities. The involvement of the government becomes 57 

less because of this autonomy. Universities must be able to increase the amount of funding 58 

from the higher education autonomy policy Therefore, It is necessary to explore sources of 59 

funds that come not only from educational funding but also from other sources of income 60 

generating.  61 

Education financing has been a joint partnership between the government and other 62 

development partners. Resource Dependence Theory postulates to explain the behavior of 63 

public institutions to start business ventures for additional income. It also describes the be- 64 

havior of educational institutions to create business ventures as a complement to gain to 65 

ensure their survival. In line with this theory, university needs tertiary institutions are re- 66 

quired to fulfil the needs of financial, physical, and informational resources. 67 

One of the efforts is to improve the quality and quantity of management of academic 68 

business units, supporting business units, and commercial business units within Universitas 69 

Negeri Semarang (UNNES) so that these activities can run professionally, effectively and ef- 70 

ficiently. They can be accounted for UNNES as a Higher Education Institution, and they 71 

need to explore sources of funds that are not only from education funding but also from 72 

other sources of funds. In general, income at Universitas Negeri Semarang (UNNES) has two 73 

income categories is divided into two categories: income received from academic and non- 74 

academic aspects. Income originating The income from the  from the academic aspect is the 75 

Single Tuition Fee (STF). In contrast, , while non-academic income consists of program 76 

grants, fees for conducting national and international seminars and workshops, room 77 

service providers for celebrations, laboratory rent, canteen, food court, room rental, and 78 

journal management incentives non-academic income consists of program grants, fees for 79 

conducting national/international seminars, workshops, room service providers for celebra- 80 

tions, laboratory rent, canteen/room rental, journal management incentives (Mahmud et al., 81 

2022). Income from academic or educational services (STF) has an intercept number already 82 

established because the amount of student STF is visible with relatively straightforward 83 

calculations. The STF amount for each batch is relatively straightforward; just waiting for 84 

the payment timing. It is different from the nature of non-academic or educational income 85 

Income from academic/educational services (STF) has an intercept number already es- 86 

tablished because the amount of student STF is visible with relatively straightforward cal- 87 

culations. The STF amount for each batch is relatively straightforward; just waiting for the 88 

payment timing. It is different from the nature of non-academic/educational income. The 89 

characteristic of non-academic or /educational service income has an intercept value (in the 90 

regression line) of IDR  0 at the beginning of each year. Increasing income by IDR  1 Billion 91 

from the previous year's realization is not easy because it always starts with IDR  0 is not 92 

an easy job because it always starts with IDR  0. If the previous year's realization is IDR  93 

50M (for example), then increasing IDR  1 Billion to IDR  51 Billion does not mean "only" 94 

adding IDR  1 Billion, meaning that the income -generating performance target is IDR  51 95 

Billion. The university is still trying hard to be able to increase the income-generating inter- 96 

cept of each unit. Moreover, to realize the 51 Billion target, it is necessary to have sustainable 97 

business units and non-academic service units to increase the intercepted number. The form 98 
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of work unit participation is directed at the emergence of practical ideas from each work 99 

unit which becomes a strong desire for the work unit to realize. The university can clearly 100 

manage and describe the income potential if it has formed going-concern business units. 101 

The university is still trying hard to be able to increase the income-generating intercept 102 

of each unit. Moreover, realizing the 51 Billion target, it is necessary to have sustainable 103 

business units and non-academic service units to increase the intercepted number. The form 104 

of work unit participation is directed at the emergence of practical ideas from each work 105 

unit which becomes a strong desire for the work unit to realize. If going-concern business 106 

units have been formed, the income potentials can be described more clearly . The observa- 107 

tions in each unit show that there are still several obstacles, including the manager's staff 108 

lack of transparency about the number of funds obtained and reported. Furthermore, the 109 

staff carries out activities that have yet to reach the set targets. Extracting additional income 110 

still needs attention because the sustainability of the education process depends on the 111 

number of funds that can be used for development. The following research resulted in the 112 

findings that the problems were unaccountable, unprofessional management, not being 113 

transparent, and not compliance compliant with the policies set by the university (Siswanto 114 

et al., 2013). 115 

The study of the implementation of income-generating performance is fascinating 116 

because the higher education policy in Indonesia directs tertiary institutions to become pub- 117 

lic universities with legal entities. It means that there is independence for higher education 118 

institutions to seek other sources besides funding from the government. Several factors that 119 

influence the implementation of additional income include staff participation (Nyamwega, 120 

2016; Adan & Keiyoro, 2017; Groen et al., 2017), staff awareness (Arqawi et al., 2018; 121 

Rigolizzo & Zhu, 2020; Chang et al., 2021), and top management or leadership policies 122 

(Kerei, 2014; Liu & Gao, 2021). 123 

The management's Staff participation includes determining the increase in income gen- 124 

erating generation  so that all business unit activities can be carried out effectively (Adan 125 

& Keiyoro, 2017). Managers Staffs are also involved in making decisions about income-gen- 126 

erating activities or projects, so creative and innovative ideas are needed (Adan & Keiyoro, 127 

2017; Groen et al., 2017; Nyamwega, 2016). The managers’ staff’s role in commitment and 128 

motivation can provide strong support for income-generating performance. The  Staff com- 129 

mitment and motivation of managers are shown, among others, through efforts to be able 130 

to contribute thoughts, and energy and make the right decisions (Iravo, 2014; Miranda & 131 

Celestino, 2016; Kipkoech, 2018). 132 

Managers’ Staff’s awareness of all income-generating activities can also improve or- 133 

ganizational performance (Chang et al., 2021). Self-awareness is an extension of the self, re- 134 

flecting how an individual understands and evaluates himself in his work (Arqawi et al., 135 

2018; Rigolizzo & Zhu, 2020). With the help of self-awareness, one is empowered to make 136 

changes, build strengths, and identify places to improve (Chang et al., 2021; Rigolizzo & 137 

Zhu, 2020). Furthermore, leadership policies top management support related to income- 138 

generating management mediates the staff’s participation of managers (Kerei, 2014) and 139 

awareness (Liu & Gao, 2021). of the performance of income-generating staff in the imple- 140 

mentation of income-generating. 141 

This research provides theoretical and practical contributions. The theoretical contri- 142 

bution is to contribute knowledge related to the independence of university education fund- 143 

ing from the central government. Universities can also survive with other funding sources, 144 

which are managed using the principle of educational autonomy. The existence of higher 145 

education institutions is good when they can optimally collect additional income for the 146 

welfare of the institution, academic community, and society. Its practical contribution is to 147 

provide an overview of the practice of identifying and classifying additional funding origi- 148 

nating from the educational autonomy policy. The government must also continue to share 149 

income, considering that it is the government's obligation following the 1945 Constitution 150 

that the state educates the nation's life. 151 
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Furthermore, this study aims to analyze the influence of determinant factors influencing 152 
university income-generating performance. This study reveals the direct and indirect effects 153 
of staff awareness, staff participation, and top management support on income-generating 154 
performance. The novelty of this study is in the staff awareness variable, which is the 155 
moderating variable. It is based on recommendations from the research results of Adan & 156 
Keiyoro (2017). Staff awareness is a driver of policy success and income-generating 157 
performance. The study comprehensively explains the interrelationships among those 158 
variables. 159 

2. Literature Review and Research Hypotheses Development 160 

2.1. Resources Dependence Theory 161 

The income-generating university is an application of the Resources Dependence 162 

Theory (RDT), explaining the behavior of institutions to carry out business initiatives as 163 

additional income. RDT is applied to describe institutional behavior in developing 164 

business ventures for extra income so that institutions can survive in meeting budgetary 165 

needs. The characteristics of the Resources Dependence Theory are needed to determine 166 

the resources, financial, infrastructure, and information needs of an environment that 167 

depends on external resources. One of the postulates in this theory is that organizations 168 

depend on external resources, resulting in inadequate control over the external 169 

environment, which can interfere with achieving organizational goals (Hillman et al., 170 

2009). Additional income to improve the quality of education can be done with several 171 

public financing techniques. One is the gradual decline of public financing techniques so 172 

that universities experience sufficient funding. Therefore, in the end, it threatens the 173 

organization's existence. 174 

The most important note in this theory is effectiveness related to proactive 175 

management of a competitive external environment to support its efforts to earn income 176 

(Pautz, 2014). So far, RDT has been applied to explain how organizations can reduce 177 

dependency and uncertainty in their organizational environment. It is necessary to 178 

understand organizational behavior in the organizational environment. Organizations 179 

reduce the external influence and increase the power of the organization itself (Aldrich, 180 

1976). Organizational actions, such as forming interlocks, alliances, joint ventures, and 181 

mergers and acquisitions, are performed to overcome dependency and improve 182 

organizational autonomy and legitimacy. At the same time, resource dependence theory 183 

is one of many organizational theories that characterize organizational behavior. 184 

 185 

2.1. Institutional Theory 186 

Institutional theory is arguably a popular and powerful explanatory tool for studying 187 

organizational problems, including those in the context of higher education. This theory 188 

has become a popular and powerful tool for explaining individual and organizational ac- 189 

tions. It emphasizes both the dependence of individual actions on institutions and the role 190 

of individuals within an institution for institutional change. A trend in the field suggests 191 

that the institutional environment is relatively complex. This theory also explains the re- 192 

lationship between organizations and the environment and conflicts between personal in- 193 

terests among stakeholders. The new institutional theory explains organizational stability 194 

by considering the legitimacy imperative (Cai et al., 2015). 195 

 196 

2.2. Staff Awareness 197 

Staff awareness in carrying out activities properly and correctly according to 198 

predetermined goals is a form of involvement in successfully implementing income 199 

generation. Various types of individual personality and environmental conditions can 200 

shape awareness to action. As with RDT, environmental information can determine per- 201 

sonal awareness. Awareness refers to a person’s conscious experience of the content of 202 

thoughts, including their breadth and clarity (Mikulas, 2011). Brown & Ryan (2003) sug- 203 

gest that awareness is the background of the awareness "radar," by which they 204 
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continuously monitor the external and internal environment. A person may be aware of a 205 

stimulus without being in the center of attention. 206 

 Managers’  Staff’ awareness can affect influence the performance. Awareness ena- 207 

bles individuals to be more receptive to the development of their environment, enabling 208 

them to respond effectively to challenges and changing situations (Dane, 2011; Salvato, 209 

2009; Weick & Sutcliffe, 2006). Awareness of any practice or phenomenon is vital as it 210 

leads to proper implementation and facilitation. When employees are aware of their en- 211 

vironmental work practices, they will use innovative work practices, ultimately affecting 212 

the performance of individuals and the organization as a whole (Garg & Lal, 2015). Fur- 213 

thermore, Garg & Lal (2015) states that awareness of practice reduces fear of uncertainty 214 

and concern about changes occurring in an organization.  215 

Aware staff are  is relatively easier to adapt to new practices than unaware employ- 216 

ees. One form of the new practice in universities is implementing the implementation of 217 

income generation generating. Every work unit at the university has the opportunity to 218 

generate income. In this case, increasing revenue is one aspect of improving the organiza- 219 

tion’s overall performance. Managers  Staff who have an awareness in of collecting all 220 

income-generating activities will have an impact on improving performance. Managers’  221 

awareness is reflected in the The innovative practices implemented in each program re- 222 

flect staff awareness. Then, managers  Staff with a high level of awareness can also deal 223 

with any policy changes in the organization. Management awareness is essential so that 224 

the organization can  to survive in a constantly changing environment and have high 225 

competitiveness. 226 

 227 

2.3. Staff Participation 228 

Participation that encourages staff involvement in decision-making will impact 229 

improving performance. In income-generating universities, staff of work units with a high 230 

participation level will encourage more effective decision-making. In this case, the staff 231 

can provide innovative ideas or ideas to increase income generation. When the work unit 232 

staff makes decisions, they will feel motivated to work and be responsible for improving 233 

their performance, one of which is increasing income. 234 

Staff participation is a process by which staff can take control over their work and 235 

conditions by devoting involvement in making decisions regarding their work (Strauss, 236 

2006). In the process, employees share decision-making power regarding their duties with 237 

their superiors (Khalid & Nawab, 2018). Participation can be informal, formal, consulta- 238 

tive, delegative, and direct or indirect. It is also stated by (van der Westhuizen et al., 2012), 239 

which defines managers’ staff participation as the totality of direct (personal or with the 240 

owner) or indirect (through owner's representation) forms in which individuals or groups 241 

guarantee their interests or contribute to the decision-making process. Each work prac- 242 

tice's form of managers’staff participation is examined (Khalid & Nawab, 2018). It consists 243 

of the capacity to influence the design or change in organizational systems in which em- 244 

ployees are involved and may also consult take the form of consultation on broad and 245 

long-term organizational issues. These forms of participation affect employee retention, 246 

organizational productivity, and efficiency (Bhatti, K. and Nawab, 2011). 247 

Based on the concept of managers’staff participation, Tchapchet et al (2014) revealed 248 

that there are several benefits for employees and owners managers, including 1) making 249 

employees participate in decision-making is an acknowledgment of the vital role that em- 250 

ployees play in an organization and also recognition of their economic rights; 2) involving 251 

employees in decision making is a form of the democratic principle in the workplace 252 

where employees can take more significant influence in decisions that will affect their lives 253 

at work; 3) Involving employees in decision making will help to reduce retention, absen- 254 

teeism, number of complaints, and will result in a more cooperative relationship between 255 

management and workforce.  256 

Participation that encourages employee involvement in decision-making will impact 257 

improving performance. In income-generating universities, managers of work units with 258 
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a high participation level will encourage more effective decision-making. In this case, the 259 

manager can provide innovative ideas or ideas to increase income generating. When the 260 

work unit manager makes decisions, they will feel motivated to work and be responsible 261 

for improving their performance, one of which is increasing income. 262 

 263 

2.4. Leadership Policy Top Management Support 264 

The higher education autonomy policy provided by the government provides 265 

flexibility to manage existing resources optimally. A derivative regulation is needed to 266 

implement this autonomy successfully, which forms the basis for the legality of the 267 

implementation of activities. Central leadership support in the form of the legality of the 268 

Rector's policy or the Rector's regulations which provide guidelines for resource 269 

management plays a significant role in achieving the planned income-generating target. 270 

The research show that Top top management support is one of the essential factors 271 

in driving a project's success (Ahmed & Mohamed, 2017). Leadership policy is one form 272 

of top management support that can affect the implementation of income generating gen- 273 

eration. A policy will continuously evolve, from distributing or mentioning income or 274 

benefits from different income-generating activities or projects to various stakeholders or 275 

university entities (Kiamba, 2004). Grizzle & Pettijohn (2002) states that the policy of im- 276 

plementing income generating is a dynamic process in the form of the interaction of many 277 

factors. Four factors play a role in implementing a public policy: are communication, re- 278 

sources, disposition or attitude, and bureaucratic structure (Siswanto et al., 2013).  279 

The leadership policy Top management support in implementing income generating 280 

is one of the practical control tools in implementing income generating activities for each 281 

work unit. Thus, the policy can be a factor in encouraging increased income generating 282 

generation. Leadership Top management support policies can be a mediating factor for 283 

managers’ staff awareness and participation to increase income generating performance. 284 

Managers Staff with high awareness and participation will devote all efforts to encourag- 285 

ing good performance. Involvement in decision-making related to income-generating im- 286 

plementation can create good income-generating policies, encouraging increased income 287 

income-generating. 288 

Based on the above mentioned those as mentioned earlier, this study the hypotheses 289 

and theoretical framework developed develops as follows: 290 

H1. Staff awareness influences the income-generating performance 291 

H2. Staff participation influences the income-generating performance 292 

H3. Staff awareness influences top management support 293 

H4. Staff participation influences top management support 294 

H5. Top management support influences income-generating performance 295 

H6. Staff awareness has an influence on income-generating performance through top man- 296 

agement support 297 

H7. Staff participation influences income-generating performance through top manage- 298 

ment support 299 

 300 

 301 

 302 

 303 

 304 

 305 

 306 

 307 

 308 

 309 

 310 

 311 

Figure 1. The theoretical framework 312 
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 313 

3. Methods 314 

3.1. Research design 315 

This quantitative research emphasizes the analysis of numerical data or numbers 316 

obtained by statistical methods and is carried out in inferential research or to test 317 

hypotheses. Further, the study can obtain  so that the significance of the relationship 318 

between the variables studied is obtained. The procedure of this research is first to 319 

determine the central theme or problem management related to the implementation of 320 

income-generating in each unit, faculty, and study program. At this stage, the researcher 321 

analyzed  an analysis was conducted by searching for literature sources and observations 322 

in units within the UNNES environment. Furthermore, they analyzed ing the internal 323 

control of income generating implementation by reviewing international journal articles 324 

and making research instruments. After that research, data processing became the next  325 

step before having the . The results and discussions are carried out together to obtain 326 

recommendations and outputs. The R recommendations are used as  have been the 327 

material for evaluating the implementation of the income-generating program at UNNES.  328 

 329 

3.2. Population and Research Sample 330 

One of the research topics in the social humanities field in the Strategic Plan of Uni- 331 

versitas Negeri Semarang (Rienstra UNNES) is the socio-economic field. In this research, the 332 

socio-economic field studied is about the addition of income (income generating). 333 

Through the flexibility of financial management, universities get incentives to generate 334 

income through the services provided and the use of physical and non-physical assets. 335 

University performance measures from a financial perspective seem to be are  the most 336 

important after a customer perspective. Therefore, university income is exciting to study 337 

because it is very diverse.  338 

The population of this study is the unit staff leader and the person in charge of activ- 339 

ities that generate income. Based on the income-generating data at the university, there 340 

are is 150 154 managers staff in eighteen work units. Using the Slovin formula (Slovin, 341 

1960),, the number of samples obtained is 125 111 with a degree of leniency of 5%. , then 342 

the number of respondents who fill out the questionnaire is 111. The samples random 343 

sampling technique is for having the samples. are taken by simple random sampling. 344 

𝑛 =
𝑁

1 + 𝑁(𝑒)2
 345 

 346 

𝑛 =
154

1 + 154 (0,05)2
= 111,19 = 111 347 

 348 

 349 

3.3. Research variables 350 

The research variables consist of the dependent variable, the mediating variable, and 351 

the independent variable. Income Income-generating performance is the dependent vari- 352 

able, while the staff participation and awareness of managers  are independent variables, 353 

and top management support is a mediating variable. Income generating is the perfor- 354 

mance shown by the results of the mechanism of all activities generating income. The re- 355 

search instrument was developed using income-generating performance indicators: ac- 356 

countability, profitability, transparency, and competitiveness (Towett et al., 2019). The in- 357 

strument is divided into several parts using a Likert scale of 1-5 to assess respondents' 358 

responses. 359 

Manager  Staff awareness is an extension of self, reflecting how an individual un- 360 

derstands and evaluates himself in his work. The manager's staff awareness indicators are 361 

self-values and moral sense (Chang et al., 2021). Furthermore, the  staff participation of 362 

managers is the role of managers'  staff involvement in the implementation of income- 363 
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generating, with indicators of work motivation and commitment (Adan & Keiyoro, 2017). 364 

The research instrument uses a Likert scale of 1-5 to assess respondents' responses.  365 

Top management support is the Rector's policy support for implementing income - 366 

generating generation. Top management support indicators provide resources, structural 367 

arrangements, communication, expertise, authority, and power. Instrument development 368 

using top management support research instruments (Ahmed & Azmi bin Mohamed, 369 

2017) with a Likert scale of 1-5. Here is the research model. 370 

 371 

 372 

 373 

 374 

 375 

 376 

 377 

 378 

 379 

 380 

 381 

 382 

 383 

 384 

 385 

 386 

Figure 1. The Research Model 387 

 388 

3.4. Data Collection and Analysis Methods 389 

Data  The data collection methods used are questionnaires and documentation. 390 

Questionnaires are used  functions to explore income-generating implementation perfor- 391 

mance, staff awareness, staff participation, and top management support, while docu- 392 

mentation is used  a tool to obtain data on the number of staff managers and unit leaders. 393 

This study uses statistical analysis to answer research questions and test hypotheses by 394 

analyzing and testing empirical models. The first data analysis was descriptive; it was to 395 

find out and explain the general description of the respondents and the description of the 396 

variables. Respondent identification was carried out by descriptive analysis using trend 397 

data such as age, gender, and educational background. 398 

The next step is testing the research hypothesis using Structural Equation Modeling 399 

(SEM) with the WarpPLS approach. Structural Equation Modeling-Partial Least Squares 400 

(SEM-PLS) was utilized to test the hypothesis. SEM-PLS works by measuring path rela- 401 

tionships together to check problem statistics. SEM-PLS also tends to address the problem 402 

of data distribution and multicollinearity. SEM-PLS is also suitable for this study because 403 

it requires minimal data assumptions and relatively small data and sample requirements 404 

(Pratolo, Sofyani, & Anwar, 2020). These research questions test the relationship between 405 

variables rather than fitting the research model, which is another reason SEM-PLS is more 406 

suitable than covariance-based SEM. 407 

Using the structural analysis model, the study tries to explains the relationship and 408 

interdependence of research variables. This model is was developed  as an alternative for 409 

situations where the theoretical basis for the model's design is weak,  or has not been 410 

found, and some indicators do not meet the reflective measurement model, so it is form- 411 

ative. SEM-PLS is a powerful analytical method because it does not require many assump- 412 

tions, and the sample size can be small or large. Besides being able to be used as a confir- 413 

mation of theory (hypothesis testing), SEM-PLS can also be used to  build relationships 414 

for which there is no theoretical basis or for testing propositions. 415 

4. Results and Discussion  416 
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4.1. Results 417 

4.1.1. Measurement Model 418 

The validity and reliability of the research questionnaire are needed  necessary be- 419 

fore testing the hypotheses. The study conducted a convergent and discriminant validity 420 

test on the research instrument. Convergent validity is part of the measurement model, 421 

usually referred to as the outer model in SEM-PLS. The researchers used the criteria used 422 

to determine whether the questionnaire is valid or not refers to the loading factor being 423 

more than 0.05. 424 

The result of the study show The results of the simultaneous equation structure anal- 425 

ysis with the Warp Pls approach on the combined loadings and cross-loading table show 426 

that each indicator on  of staff awareness (SA), staff participation (SP), top management 427 

support (TMS), and Income Generating Performance (IGP) has a loading factor which  428 

that is more than 0.05 and each is significant (p<0.001). Discriminant validity is fulfilled if 429 

the average variance extracted (AVE) from the extracted average variation must be higher 430 

than the correlation involving the latent variable. The results for AVE show 0.599, 0.762, 431 

0.691, snd 0.732.  These results indicate that the question items given to the respondents 432 

are valid and can be used to measure the constructs of the study. The reliability test also 433 

shows Cronbach’s alpha’s > 0.7 and composite reliability > 0.8. The loading factor of SA, 434 

SP, TMS, and IGP cronbach’s Cronbach’s alpha result show 0.916, 0.728, 0.963, and 0.72. 435 

The result of composite reliability for SA, SP, TMS, and IGP are 0.930, 0.865, 0.967, and 436 

0.974. These results explain that the question items on the research variables consistently 437 

measure each variable or are reliable and can be used. The tests on the outer model show 438 

that the construct meets validity and reliability. Table 1 and table 2 below present the test 439 

results. The other measure for discriminant validity is Heterotrait-monotrait (HTMT) ratio 440 

of correlation. Moreover, Table 3 shows the value of HTMT is below 0.85, which means 441 

that the research model meets the discriminant validity assessment. It can be seen in table 442 

1 and table 2 below. 443 

 444 
Table 1. Outer Model Results 445 

Construct AVE Cronbach’s Alpha Composite Reliability 

Staff Awareness 0.599 0.916 0.930 

Staff Participation  0.762 0.728 0.865 

Top Management Support 0.691 0.963 0.967 

Income Generating Performance 0.732 0.972 0.967 

 446 

Construct Loading Factor AVE Cronbach’s Alpha 
Composite Reali-

bility 

Staff Awareness  0.599 0.916 0.930 

Able to improve the position and reputation 

of the university 

0.776    

Provide maximum service to service users 0.814    

Help develop organizational and functional 

structures 

0.788    

Provide activity information properly and 

correctly 

0.758    

Continuously create staff efficiency 0.726    

Creating changes in information systems 

and computers 

0.801    
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Creating conditions that can increase em-

ployee engagement 

0.688    

Encouraging organizational loyalty 0.788    

Open in giving criticism and suggestions 0.814    

Staff Participation   0.762 0.728 0.865 

Contribute to decision making involving 

types of Income Generating Activities 

0.873    

Organize every activity to participate in in-

creasing Income Generating 

0.873    

Top Management Support  0.691 0.963 0.967 

The leader provides sufficient resources to 

the project team to complete the project suc-

cessfully 

0.805    

Leaders provide adequate resources for ef-

fective system implementation in the face of 

organizational change 

0.832    

Leader develops strategy and ensures pro-

ject structure to achieve project objectives 

0.823    

Leaders focus on strategic and structural 

planning to improve organizational effi-

ciency and market value 

0.840    

Leaders encourage intensive communica-

tion about project implications related to 

systems and organizational changes to pro-

ject team members and project stakeholders 

0.905    

Leaders create effective communication 

strategies to improve project and organiza-

tional efficiency 

0.831    

Leaders have relevant experience and ex-

pertise in managing projects 

0.860    

Leaders track performance and provide in-

come generating managers with feedback 

on their performance 

0.857    

Leaders often use their authority to imple-

ment best project management practices 

within the organization 

0.837    

Leaders use their authority to define clear 

roles and responsibilities of project stake-

holders 

0.810    

Leaders empower income generating man-

agers to complete each activity 

0.719    
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Leaders encourage income generating man-

agers to experiment and take calculated 

risks 

0.860    

Leaders provide motivation and direction to 

managers of income generating 

0.819    

Leaders provide adequate resources for ef-

fective system implementation in the face of 

organizational change 

0.832    

Leader develops strategy and ensures pro-

ject structure to achieve project objectives 

0.823    

Leaders focus on strategic and structural 

planning to improve organizational effi-

ciency and market value 

0.840    

Leaders encourage intensive communica-

tion about project implications related to 

systems and organizational changes to pro-

ject team members and project stakeholders 

0.905    

Leaders create effective communication 

strategies to improve project and organiza-

tional efficiency 

0.831    

Leaders have relevant experience and ex-

pertise in managing projects 

0.860    

Leaders track performance and provide in-

come generating managers with feedback 

on their performance 

0.857    

Leaders often use their authority to imple-

ment best project management practices 

within the organization 

0.837    

Income Generating Performance  0.732 0.972 0.967 

There is a plan for the amount of income 

generating targeted by each unit 

0.901 
  

 

The manager or person in charge of the ac-

tivity is able to present the implementation 

of activities that generate income in an 

open, fast, and accurate manner 

0.863 

  

 

The manager or person in charge of the ac-

tivity can provide the best service for partic-

ipants / service users 

0.901 

  

 

The manager or person in charge of the ac-

tivity is able to build a conducive entrepre-

neurial climate 

0.878 
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The manager or person in charge of the ac-

tivity is able to account for the policies taken 

proportionally 

0.799 

  

 

Manager or person in charge of responsive 

activities for each service user 

0.867 
  

 

The manager or person in charge of the ac-

tivity has clear duties and responsibilities 

0.865 
  

 

In carrying out their duties and responsibili-

ties, there is no throwing of jobs 

0.861 
  

 

There are clear regulations regarding the 

implementation of income generating in 

each unit 

0.818 

  

 

There are clear standard operating proce-

dures in the implementation of income gen-

erating in each unit 

0.853 

  

 

The distribution of income generating shar-

ing is clearly defined and known by the unit 

leader 

0.818 

  

 

The manager or person in charge of the ac-

tivity is protected from external party inter-

vention in implementing income generating 

0.804 

  

 

There is monitoring of the implementation 

of income generating in each unit 

0.858 
  

 

There is an evaluation of the implementa-

tion of income generating in each unit 

0.881 
  

 

 447 
Table 2. Fornell-Lacker 448 

 Staff Awareness Staff Participation 
Top Management Sup-

port 

Income Generating Perfor-

mance 

Staff Awareness (0.774) 0.06 0.595 0.608 

Staff Participation 0.066 (0.873) -0.084 -0.086 

Top Management Sup-

port 

0.764 -0.084 (0.832) 0.785 

Income Generating Per-

formance 

0.595 -0.086 0.785 (0.855) 

 449 
Table 2. Fornell-Lacker 450 

 Staff Awareness Staff Participation 
Top Management Sup-

port 

Income Generating Perfor-

mance 

Staff Awareness 0.774    

Staff Participation 0.066 0.873   

Top Management Sup-

port 

0.764 -0.084 0.832 
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Income Generating Per-

formance 

0.595 -0.086 0.785 0.855 

 451 

 452 
Table 3. HTMT Results 453 

 Staff Awareness Staff Participation 
Top Management Sup-

port 

Income Generating Perfor-

mance 

Staff Awareness -    

Staff Participation 0.138 -   

Top Management Sup-

port 

0.820 0.119 -  

Income Generating Per-

formance 

0.812 0.162 0.633 - 

 454 

4.1.2. Hypotheses Testing 455 

This study uses full collinearity to address the common method bias. The Average 456 

full collinearity VIF (AFVIF) is 2.617, which is accepted because the score is <=5. The cri- 457 

teria are accepted if AVIF <=5.  This study implements The research hypotheses were an- 458 

alyzed by using  structural equation modeling with WarpPLS to analyze the research hy- 459 

potheses. In summary, the fit and quality indices model is presented in Table 3 4. 460 

 461 
Table 3- 4. Results of Fit Test and Quality Indices 462 

No Model Fit and Quality Indices Fit Criteria Results Notes 

1. Average path coefficient (APC) P = 0.002 
0.335 

P<0.001 
Accepted 

2. Average R-squared (ARS) P < 0.001 
0.624 

P<0.001 
Accepted 

3. 
Average adjusted  

R-squared (AARS) 
P < 0.001 

0.616 

P<0.001 
Accepted 

4. Average block VIF (AVIF) 
Accepted if <= 5, ideally <= 

3.3 
1.629 Ideal 

5. 
Average full collinearity  

VIF (AFVIF) 

Accepted if <= 5, ideally <= 

3.3 
2.617 Accepted 

6. Tenenhaus GoF (GoF) 

small >= 0.1, 

medium >= 0.25,  

large >= 0.36 

0.722 Large, Accepted 

7. Sympson's paradox ratio (SPR) 
Accepted if >= 0.7, ideally = 

1 
1.000 Accepted 

8. R-squared contribution ratio (RSCR) 
Accepted if >= 0.9, ideally = 

1 
1.000 Accepted 

9. Statistical suppression ratio (SSR) Accepted if >= 0.7 1.000 Accepted 

10. 
Nonlinear bivariate causality direction ratio 

(NLBCDR) 
Accepted if >= 0.7 1.000 Accepted 

 463 

The study used structural equation modeling (SEM) with the WarpPLS approach to 464 

analyze the research hypotheses research hypotheses were analyzed using structural 465 

equation modeling (SEM) with the WarpPLS approach. Model Fit and Quality Indices 466 

indicators include Average Path Coefficient (APC), Average R-squared (ARS), Average 467 
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Variance Inflation Factor (AVIF), Average full collinearity VIF (AFVIF), Tenenhaus GoF 468 

(GoF), Sympson's Paradox Ratio (SPR), R-Squared Contribution Ratio (RSCR), Statistical 469 

Suppression Ratio (SSR) and Nonlinear Bivariate Causality Direction Ratio (NLBCDR). 470 

The output results of Table 4 – 5 show that the indicator value of APC = 0.355, ARS = 471 

0.624, and AARS = 0.616. The three indicators were significant at p < 0.001, far from the 472 

criteria for p < 0.05, so all of them fulfilled the good criteria. The indicators AVIF = 1.629 473 

and AFVIF = 2.617 are ideal and accepted because they are far below 5, so there is no 474 

multicollinearity between the independent variables. The GoF value, which measures the 475 

model's explanatory power of 0.722, is included in the ideal criteria. The SPR, RSCR, SSR, 476 

and NLBCDR indicators are worth 1,000, so they meet the ideal criteria. The conclusion is 477 

that the model from this study fits with the data so that it can continue the next test. The 478 

following is an image of the research model and the results obtained based on data pro- 479 

cessing using the WarpPLS 6.0 program (Table 5 6 ). 480 

Hypothesis testing in WarpPLS analysis using t-test. The decision rule for hypothesis 481 

testing is as follows: if the P- p-value is 0.10 (alpha 10%), it is said to be means weakly 482 

significant. If the P p-value of 0.05 (alpha 5%) is significant, and if the P-value is 0.01 (alpha 483 

1 %), it is said to be means highly significant. Based on data processing, the output path 484 

coefficients and P p-values are obtained in Table 4 5 and Table 5 6 below. 485 

 486 
Table 4 5. Hypotheses Testing Results (Direct Effect)  487 

Hypothesis Relationship between variables Path Co-

eff. 

P-Values Notes 

Explanatory Variable > Responded Variable 

H1 Staff Awareness (SA) > Income Generating Performance 

(IGP) 

-0.01 0.46 Rejected 

H2 Staff Participation (SP) > Income Generating Performance (IGP) -0.09 0.17 Rejected 

H3 Staff Awareness (SA) > Top Management Support (TMS) 0.77 <0.01 Accepted 

H4 Staff Participation (SP) > Top Management Support (TMS) -0.13 0.10 Rejected 

H5 Top Management Sup-

port (TMS) 

> Income Generating Performance (IGP) 0.77 <0.01 Accepted 

 488 

The test results in Table 4 5 show that the path coefficient of staff awareness to in- 489 

come-generating performance is -0.01, P-value 0.46 or > 0.05. It means that there is no effect 490 

of staff awareness on income-generating performance. The path coefficient of staff partic- 491 

ipation to income-generating performance is -0.09 with P p-values of 0.17 or > 0.05, which 492 

means that staff participation does not affect income-generating performance. Further- 493 

more, the path coefficient of staff awareness of top management support has a value of 494 

0.77 with P-values < 0.01 or < 0.05, which means that staff awareness influences top man- 495 

agement support (highly significant). The coefficient of the path of staff participation to 496 

top management support is -0.13 with P p-values of 0.10 or > 0.05. It means that the par- 497 

ticipation of staff does not affect top management support. Then the path coefficient on 498 

top management support to income-generating performance shows a value of 0.77 with P 499 

p-values of <0.01 or <0.05, so that top management support influences income-generating 500 

performance (highly significant). It is concluded that  The conclusion is that H1, H2, and 501 

H4 are rejected, while H3 and H5 are accepted. 502 

 503 

Table 5 6. Hypothesis Testing Results (Indirect Effect) 504 

 505 

Hypothesis 

Relationship between variables 

Path Coeff. 
P-Val-

ues 
Notes Explanatory Vari-

able 

> Intervening 

Variable 

> Response 

Variable 
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H6 Staff Awareness 

(SA) 

> Top Management 

Support (TMS) 

> Income 

Generating 

Perfor-

mance 

(IGP) 

0.595 <0.01 Accepted 

H7 Staff Participation 

(SP) 

> Top Management 

Support (TMS) 

> Income 

Generating 

Perfor-

mance 

(IGP) 

-0.094 0.078 Rejected 

 506 

The results of the indirect effect of the indirect effect in Table 5 6 show that the path 507 

coefficient of the influence of staff awareness on income-generating performance through 508 

top management support shows a value of 0.595 with P p-values <0.01 or <0.05. It means 509 

that t Top management support can mediate the effect of staff awareness on income-gen- 510 

erating performance. So Therefore, H6 is accepted. Furthermore, the effect of staff partic- 511 

ipation on income-generating performance through top management shows a coefficient 512 

value of -0.094 with P p-values of 0.078 or > 0.05. It means that top management support 513 

cannot mediate the effect of staff participation on income-generating performance. So 514 

Therefore, H7 is rejected. 515 

    516 

 517 
Figure 2. Relationship between Staff Awareness, Staff Participation, Top Manage- 518 

ment Support, and Income Generating Performance 519 

 520 

4.2. Discussion 521 

Legal Entity university produces income generating and increases its income 522 

generating capacity. Additional income can ease the burden on universities for various 523 

program expenditures or functions. It is considered less government's participation 524 

because of the sharing of funding between the government and universities. The income 525 

generated will significantly help increase the resources that universities have. 526 

Problems in higher education institutions related to regulations, management, lead- 527 

ership, and organizational management can be solve by institutional theory (Cai & 528 
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Mehari, 2015). Furthermore, Kezar & Sam (2013) stated that faculty members and leaders 529 

have an essential role in influencing the institutionalization process in higher education. 530 

In line with this, the respondents in this study are faculty members and leaders who are 531 

members of the income generating management work unit which is used to find out how 532 

the influence of staff awareness, aff  staff participation, and top management support on 533 

income generating performance in universities, either directly or indirectly. 534 

 535 

4.2.1. Staff Awareness affect  Influences on Income Generating Performance  536 

Awareness is the individual's ability to make contact with his environment and 537 

himself (through his five senses) and restrict his environment and himself (through 538 

attention). Staff awareness in activities is a condition in which staff focuses on the 539 

initiative, seeks, and can select the stimuli the leadership provides. In the context of 540 

employees in a higher education environment with many standard operating procedures, 541 

an employee tends to feel in a comfort zone. Hence, the level of awareness could be higher. 542 

This study has not proven lessened the effect of staff awareness on organizational 543 

income generating performance. The income-generating managers in this study are staff 544 

at the State University of Semarang who are members of implementing income-generat- 545 

ing activities. Staff who are aware of work practices in their environment tend to use in- 546 

novative work practices (Garg & Lal, 2015). One form of innovative practice in higher 547 

education institution is income-generating activities so that all staff have the opportunity 548 

to  can generate income which impacts increasing income-generating performance. 549 

However, even though staffs or employees are aware of implementing innovative prac- 550 

tices in their work by generating income, they have not been  yet to be able to improve 551 

income-generating performance directly. Staffs need to be part of the income-generating 552 

policymakers to impact income-generating performance. 553 

 554 

4.2.2. Staff participation affect Influences on income-generating performance 555 

Staff participation in an agency plays a significant role in the decision-making 556 

process. Employees get the opportunity to influence management decisions and can 557 

contribute to improving the performance of their organization. However, in carrying out 558 

their activities, there are many conditions when they are reluctant to convey their creative 559 

ideas. They can be passive, so they cannot provide changes in organizational performance. 560 

The study results indicate that staff participation cannot affect income-generating 561 

performance. Uribetxebarria et al. (2021) revealed that if the performance of an organiza- 562 

tion is seen from the productivity of the organization's staff reflects the performance of an 563 

organization, then the staff  participation of staff does not have a significant positive ef- 564 

fect on organizational performance but has a significant  negative effect. That is, the 565 

higher of  the  staff participation of staff in the organization indicates the low productiv- 566 

ity of staff, or it can be   it means interpreted that the higher the productivity of staff has 567 

a relationship with the low participation of staff. Assume staff with high productivity can 568 

produce many innovations regarding income-generating activities (ceteris paribus), thus 569 

causing a high work intensity. It makes staff only focus only on work and not  rather than 570 

care about their participation in the organization more than just using staff productivity 571 

in measuring income-generating performance. It is more complex, i.e., accountability, 572 

profitability, transparency, and competitiveness.  573 

This study does not only use staff productivity in measuring income-generating per- 574 

formance but is more complex, i.e., accountability, profitability, transparency, and com- 575 

petitiveness. This research allows staff who do not have direct job notes in income-gener- 576 

ating activities to assess that staff do not require participation. However, each staff has an 577 

essential role in overcoming external pressure, strengthening the organization from 578 

within, and making organizational change through institutional entrepreneurship and 579 

work (van der Westhuizen et al., 2012). In addition Furthermore, staff participation is the 580 

key to successfully implementing quality management (Lam et al., 2015). 581 

 582 
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4.2.3. Staff awareness affects  Influences Top Management Support 583 

Employee awareness reflected in action determines the role of the chancellor in 584 

realizing various kinds of income-generating implementation policies. The initial 585 

principle built is that individuals focus on non-material factors and are only normative. 586 

In this principle, the element of forming awareness is more than leading to the element of 587 

obligation so that several components can be considered, including the value system 588 

believed by the individual, perspective or attitude, and behavior. 589 

 Ritter (2006) states that one of the first stages in making ethical decisions is the moral 590 

awareness that a person has, for example, taking actions based on ethical principles. Staff 591 

awareness of acting can influence top management in making ethical decisions. It is be- 592 

cause the attention from natural awareness has a positive relationship with self-leadership 593 

and organizational transformation leadership to expand leadership knowledge about eth- 594 

ical decision-making models (King & Haar, 2017; Small & Lew, 2019). Ruedy & Schweitzer 595 

(2010) states that many unethical decisions stem from a lack of worker awareness. Staff 596 

who are aware of their work experience impact ethical decision-making. Staff with high 597 

awareness tend to make more ethical decisions (uphold ethical standards) than staff with 598 

low awareness. Thus, staff who have high awareness commit fraud less. 599 

 600 

4.2.4. Staff Participation affect  Influences Top Management Support 601 

Employee involvement plays a role in realizing the success of a program. 602 

Participation can increase motivation because employees feel more accepted and involved 603 

in every activity in the agency. Self-esteem, job satisfaction, and cooperation with leaders 604 

can also automatically increase, and vice versa. According to employee motivation, they 605 

cannot give their best performance. As with the implementation of income-generating as 606 

a form of educational autonomy policy, employee involvement is the main driving force 607 

for higher education performance. However, much of their involvement is so low that 608 

they cannot contribute to the leadership. 609 

The results show staff do not needs to contribute to top management decisions about 610 

income-generating policies. The task of the income-generating manager  staff at the uni- 611 

versity is to ensure that the management of income-generating runs followsing the Stand- 612 

ard Operating Procedure (SOP).  so that it  It is possible to make all broad decisions and 613 

long-term to be the responsibility of certain management levels and external parties of the 614 

university. Huy (2001) and Daft (2010) state that middle management is responsible for 615 

the central business units and departments setting, planning, and implementing goals that 616 

align with top management's goals. This study involves all staff levels of managers to get 617 

the value of management participation, so the study's results have not been able  yet to 618 

show that management at all levels participates in making decisions. Managers Staff with 619 

lower management levels (low management) may only have little participation or even 620 

no responsibility in making management decisions about income-generating.   621 

The results of this study are inversely proportional to Irawanto (2015)’s statement 622 

that to ensure staff participation in decision-making, leaders need to permit all staff to 623 

express their opinions or interfere during decision-making. That way, staff participation 624 

can influence decision-making (Irawanto, 2015). In addition Furthermore, if we want to 625 

increase staff participation, we must categorize each decision requiring staff participation 626 

and involvement to increase staff participation. Staff participation can impact decision- 627 

making if there are variations in the decision (Oluwatayo et al., 2017). That is, if  If an 628 

organization does not identify early on which types of decisions require staff participa- 629 

tion, staff will respond to low participation or even have no participation. 630 

 631 

4.2.5. Top Management Support Affects  Influences on Income Income-Generating Per- 632 

formance 633 

Policies compiled by the central leadership (Rector) can massively affect the 634 

performance of tertiary institutions. Rector policies such as regulations regarding the 635 

identification of additional income, types of additional income, mechanisms for collecting 636 

Formatted: Not Highlight

Formatted: Font: (Asian) Chinese (Simplified,

Mainland China), (Other) Chinese (Simplified,

Mainland China)

Formatted: Not Highlight

Formatted: Not Highlight



Int. J. Financial Stud. 2022, 10, x FOR PEER REVIEW 18 of 22 
 

 

additional income, and regulations regarding the amount of additional income that enters 637 

the Rector's account can improve income-generating performance. It is in line with the 638 

resource-dependent theory, which explains that universities can identify funding sources 639 

to increase internal income. It reduces dependence on government funding so that 640 

universities can exist and significantly contribute to the academic community's welfare 641 

and the better performance of higher education institutions and society. 642 

According to institutional theory, efforts to deal with internal and external pressures 643 

are to look to their peers before making strategic decisions (DiMaggio & Powell, 1983). 644 

Besides, resource dependence theory also explains that This is in accordance with what is 645 

done by  the policies made by universities in making policies or strategic decisions re- 646 

lated to income generating generation, namely by considering environmental conditions 647 

or other universities that have become legal entity universities through the role of top 648 

management. Institutional theory in Turner & Angulo (2018) becomes a pillar in top man- 649 

agement for making high-risk decisions by offering robust strong predictions for conduct- 650 

ing studies on problems that exist in universities. , m More precisely, the theory in  is 651 

trying to adandon abandon some rules that require the use of standardized testing.  652 

The top management has a vital role in organizational performance, for example, in- 653 

come-generating activities. Implementation of strategic plans to achieve good organiza- 654 

tional performance is influenced by top management support (Wuwei & Tobias, 2022; 655 

Shillingi, 2017; Crucini, 2000). Decision-making made by top management has a signifi- 656 

cant influence on the implementation of the strategic plan. When managers  staff have 657 

low experience and leadership skills, there is a possibility that organizational performance 658 

will may decline. Furthermore, Wuwei & Tobias (2022) emphasize that managers staff are 659 

leaders of all aspects of the company. Managers  Staff have the authority to  can manage, 660 

control, and evaluate all activities inside and outside the organization. Top management 661 

support and staff performance are two agents of internal change in an organization adopt- 662 

ing a management innovation (Yu et al., 2022). Leaders who can carry out their role to 663 

support organizational members at work make staff tend to exert effort for successful pro- 664 

ject execution (de Bakker et al., 2010). 665 

 666 

4.2.6. Top Management Mediate The the Staff Awareness on Income-Generating Perfor- 667 

mance  668 

The s Staff awareness is not able to directly affect income-generating performance. 669 

However, top management support can mediate the relationship between the two both. 670 

King & Haar (2017) demonstrated that the relationship to organizational transformation 671 

leadership is best understood as a mediated process. There is a mutual relationship be- 672 

tween staff who have awareness and top management in making decisions about income- 673 

generating. The first stage of producing ethical income-generating decisions requires the 674 

awareness of ethical staff (Ritter, 2006). 675 

Furthermore, Reb et al. (2014) found that attentive supervisors positively impacted 676 

the well-being and performance of their staff. Leadership provides greater clarity around 677 

the potential influence of work awareness on job performance (Dane & Brummel, 2013). 678 

So Therefore, staff with awareness must cannot be kept separated from the leadership 679 

role. Leaders can increase staff awareness at work, impacting staff welfare and perfor- 680 

mance and leading to organizational performance (Reb et al., 2014). Glomb et al. (2011) 681 

agree that staff awareness can improve various aspects, such as social relations, resilience, 682 

and staff performance.  683 

Staffs or employees who are aware of managing income-generating will influence 684 

income-generating performance. Work awareness helps staff improve welfare in the 685 

workplace as a factor of job satisfaction. Efforts that can be made to increase staff aware- 686 

ness at work can be made by carrying out awareness training which aims to reduce staff 687 

stress at work, increase job satisfaction, and improve their performance. Hyland et al. 688 

(2015) state that mindful workers can reduce stress, improve mental health, physical 689 

health, and cognitive function, and improve performance and well-being. Staff with low- 690 
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stress levels can increase their productivity. On the other hand, stressed staff can reduce 691 

their productivity by up to 53.2% (Safitri, 2019), so organizational goals cannot be 692 

achieved. 693 

 694 

4.2.7. Top Management Support Mediate the Staff Participation on Income-Generating 695 

Performance  696 

The study's results indicate that top management's role has not been successful in 697 

mediating the influence of staff participation on income-generating performance. This The  698 

result is in line with Oluwatayo et al. (2017) that staff participation in making decisions 699 

on company performance does not have a significant effect. It is due to the assumption 700 

that staff involvement in decision-making, such as the implementation of work and or- 701 

ganizational and operational activities, will result in poor company performance or result 702 

in low income. The other results of this study are not in line with the study  differ from 703 

by  Chukwuemeka (2020) study, which states that staff participation in decision-making 704 

has a significant positive effect on organizational performance. It is because staff motiva- 705 

tion is not needs to be  formed in the organization. The low motivation of staff is because 706 

their existence has not been recognized by the leadership, as evidenced by the lack of crit- 707 

ical organizational meetings involving staff. The O other than that research, Benn et al. 708 

(2015) revealed that staff participation would gradually increase staff engagement in the 709 

organization and impact organizational performance (Bailey et al., 2017). Efforts to in- 710 

crease staff participation in the organization are to hold meetings between leaders and 711 

subordinates on essential issues every month or three months to stimulate morale and 712 

increase self-motivation. The meeting serves as a medium for staff actualization and cre- 713 

ates a feeling that staff feel recognized and valued in the organization (Chukwuemeka, 714 

2020). 715 

  716 

5. Conclusions 717 

Staff awareness cannot directly affect income-generating performance because staff 718 

who have awareness about work practices will form innovative work practices such as 719 

income-generating activities. However, these innovative work practices are not the pri- 720 

mary determinant of income-generating performance because, in practice, income-gener- 721 

ating requires a decision from superiors. Top management support can mediate the rela- 722 

tionship between staff awareness and income-generating performance. The results show 723 

that efforts to achieve income-generating performance require a wise decision from top 724 

management support regarding income generating. The first step to making ethical deci- 725 

sions is the ethical awareness of staff so that the resulting decisions are ethical, especially 726 

regarding income-generating. 727 

Furthermore, the participation of staff  staff participation does not affect top man- 728 

agement support because certain management levels carry out decisions about income- 729 

generating, so the distribution of lower-level management positions does not yet have a 730 

maximum contribution in making decisions. It impacts the role of top management sup- 731 

port, which cannot mediate the relationship between staff participation and income-gen- 732 

erating performance. In addition, efforts to increase staff participation can be made by 733 

categorizing each decision that requires staff participation and staff involvement.  734 

The theoretical implication of this research is to explain the existence of universities 735 

in maintaining and adjusting the funding autonomy policy from the government. 736 

Theoretically, this study explains that RDT can determine financial resources, 737 

infrastructure needs, and information from an environment that depends on external 738 

resources. Additional income to improve the quality of education can be done with several 739 

public financing techniques that can contribute to agencies, academics, and society. It 740 

means that by becoming a legal entity state university, tertiary institutions will not 741 

experience a shortage of funding. 742 

Formatted: Not Highlight

Formatted: Not Highlight



Int. J. Financial Stud. 2022, 10, x FOR PEER REVIEW 20 of 22 
 

 

From a managerial implication point of view, i.e., the implementation of income- 743 

generating policies involves many parties, including staff and leaders, so it requires 744 

qualified human resource management. The staff can join some financial training based 745 

on the new regulation. Besides, the university must give detailed socialization about the 746 

job description and responsibility when doing some income-generating activities.  747 

Encouragement and motivation for staff need to be done to increase their performance 748 

and create awareness for achieving additional income targets. The form of stimulus in the 749 

form of promotion or remuneration can improve income-generating performance. 750 

Furthermore, from the aspect of policy implications, the management of income 751 

generation can optimize existing internal policies. Internal policies include the Rector's 752 

regulations regarding the mechanism for collecting and determining income-generating 753 

rates. All of these policies can be implemented simultaneously by all units or faculties in 754 

tertiary institutions. This form of technical and tariff uniformity can facilitate income- 755 

generating implementation so that it can improve the income-generating performance of 756 

each unit or faculty. 757 

This study has several limitations; ,  including not  it only focuses focusing on re- 758 

spondents on  at a specific management level, resulting in different perceptions about 759 

their participation in influencing top management support. Then, for F further research 760 

can conduct research on certain management levels, for example, middle-level manage- 761 

ment such as  ( a department)  or unit in university. This research also only focuses on 762 

the implementation of income-generating, which is an innovative work practice at Sema- 763 

rang State University Universitas Negeri Semarang. Next, For further research, it can expand 764 

the research scale and or apply a focus group discussion among staff, dean,  and head of 765 

department leaders to produce more comprehensive research. 766 
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Abstract: The policy of educational autonomy through legal entity state universities is a very inter-

esting issue. Universities have the authority to manage finances and collect additional income, spe-

cifically generated income. Its successful implementation also provides more significant income to 

everyone in the institution through greater incentives, thereby helping to improve the economic 

conditions of staff, institutions, and all academics. This study examines the empirical evidence of 

factors influencing university income-generating performance. This study presents the direct and 

indirect effects of staff awareness, staff participation, and top management support on income-gen-

erating performance. This research used a quantitative approach utilizing the structural equation 

model with WarpPLS. A questionnaire-based survey collected 111 valid responses. Surveys were 

distributed to the appointed persons in charge of each unit, faculty, and university. The results show 

that staff awareness influences top management support. Top management support also affects in-

come-generating performance, so it impacts the role of top management support, which can mediate 

the influence of managers’ awareness on income-generating performance. On the other hand, staff 

participation cannot influence top management support and income-generating performance. This 

means that top management support cannot mediate the effect of staff participation on income-

generating performance 

Keywords: income-generating performance; staff awareness; staff participation; top management 

support 

 

1. Introduction 

Education plays an important role not only for individuals but also for society as a 

whole. The importance of education and training in the economy has been recognized 

worldwide, and countries are making great efforts to provide public funding for the edu-

cation sector. Education helps accelerate economic growth through the development of 

knowledge and skills. Education is a fundamental pillar in one’s life. Achieving universal 

education goals increases the overall need for investment in human resources. In recent 

years, governments worldwide have spent significant resources investing in education. 

In 1999, the government introduced a higher education autonomy policy, in which 

the government provides support and autonomous rights to achieve the university’s vi-

sion and mission as a higher education provider. The government determines whether 

universities that meet specific requirements may become legal status state-owned entities, 

education legal entities, public service agencies, and public universities with legal entities. 

Universitas Negeri Semarang is one of the universities moving from a public service 

agency to a public university with legal entity status. This stipulation is outlined in 
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government regulation of the Republic of Indonesia number 36 of 2022 concerning state 

higher education institutions’ legal entities. The educational autonomy policy impacts ed-

ucation funding from the government to universities. The involvement of the government 

becomes less because of this autonomy. Universities must be able to increase the amount 

of funding from the higher education autonomy policy. Therefore, it is necessary to ex-

plore sources of funds that come not only from educational funding but also from other 

income-generating sources.  

Education financing has been a joint partnership between the government and other 

development partners. Resource dependence theory postulates the behavior of public in-

stitutions to start business ventures for additional income. It also describes the behavior 

of educational institutions to create business ventures as a complement to ensuring their 

survival. In line with this theory, a university needs tertiary institutions to fulfill the needs 

of financial, physical, and informational resources. 

In general, Universitas Negeri Semarang has two income categories: income received 

from academic and non-academic aspects. The income from the academic aspect is the 

Single Tuition Fee (STF). In contrast, non-academic income consists of program grants, 

fees for conducting national and international seminars and workshops, room service pro-

viders for celebrations, laboratory rent, canteen, food court, room rental, and journal man-

agement incentives (Mahmud et al. 2022). Income from academic or educational services 

(STF) has an already established intercept number because the amount of student STF is 

visible with relatively straightforward calculations. The STF amount for each batch is rel-

atively straightforward; just waiting for payment time. This is different from the nature of 

non-academic or educational income. The characteristic of non-academic or educational 

service income has an intercept value (in the regression line) of IDR 0 at the beginning of 

each year. Increasing income by IDR 1 Billion from the previous year’s realization is not 

easy because it always starts with IDR 0. If the previous year’s realization is IDR 50 M (for 

example), then increasing IDR 1 Billion to IDR 51 Billion does not mean “only” adding 

IDR 1 Billion, instead meaning that the income-generating performance target is IDR 51 

Billion. The university is still trying hard to be able to increase the income-generating in-

tercept of each unit. Moreover, to realize the IDR 51 Billion target, it is necessary to have 

sustainable business units and non-academic service units to increase the intercepted 

number. The form of work unit participation is directed at the emergence of practical ideas 

from each work unit which becomes a strong ambition for the work unit to realize. The 

university can clearly manage and describe the income potential if it has formed going-

concern business units. 

The observations in each unit show that there are still several obstacles, including the 

staff’s lack of transparency about the number of funds obtained and reported. Further-

more, the staff carries out activities that have yet to reach the set targets. Extracting addi-

tional income still needs attention because the sustainability of the education process de-

pends on the number of funds that can be used for development. The following research 

resulted in findings that the problems were caused by unaccountability, unprofessional 

management, not being transparent, and non-compliance with the policies set by the uni-

versity (Siswanto et al. 2013). 

The study of the implementation of income-generating performance is fascinating 

because the higher education policy in Indonesia directs tertiary institutions to become 

public universities with legal entity status. This means that there is independence for 

higher education institutions to seek other sources in addition to funding from the gov-

ernment. Several factors that influence the implementation of additional income include 

staff participation (Nyamwega 2016; Adan and Keiyoro 2017; Groen et al. 2017), staff 

awareness (Arqawi et al. 2018; Rigolizzo and Zhu 2020; Chang et al. 2021), and top man-

agement or leadership policies (Lunani 2014; Liu and Gao 2021). 

Staff participation includes determining the increase in income generation so that all 

business unit activities can be carried out effectively (Adan and Keiyoro 2017). The staff 

are also involved in making decisions about income-generating activities or projects, so 
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creative and innovative ideas are needed (Adan and Keiyoro 2017; Groen et al. 2017; 

Nyamwega 2016). The staff’s role in commitment and motivation can provide strong sup-

port for income-generating performance. Staff commitment and the motivation of man-

agers are shown, among others, through efforts to contribute thoughts and energy and 

make the right decisions (Iravo 2014; Miranda and Celestino 2016; Kipkoech 2018). 

Staff’s awareness of all income-generating activities can also improve organizational 

performance (Chang et al. 2021). Self-awareness is an extension of the self, reflecting how 

an individual understands and evaluates himself in his work (Arqawi et al. 2018; 

Rigolizzo and Zhu 2020). With the help of self-awareness, one is empowered to make 

changes, build strengths, and identify places to improve (Chang et al. 2021; Rigolizzo and 

Zhu 2020). Furthermore, top management support related to income-generating manage-

ment mediates the staff’s participation (Lunani 2014) and awareness (Liu and Gao 2021).  

This research provides theoretical and practical contributions. The theoretical contri-

bution is to contribute knowledge related to the independence of university education 

funding from the central government. Universities can also survive with other funding 

sources, which are managed using the principle of educational autonomy. The existence 

of higher education institutions is good when they can optimally collect additional income 

for the welfare of the institution, academic community, and society. Its practical contribu-

tion is to provide an overview of the practice of identifying and classifying additional 

funding originating from the educational autonomy policy. The government must also 

continue to share income, considering that it is the government’s obligation following the 

1945 Constitution that the state educates the nation’s life. 

Furthermore, this study aims to analyze the influence of determinant factors influ-

encing university income-generating performance. This study reveals the direct and indi-

rect effects of staff awareness, staff participation, and top management support on in-

come-generating performance. The novelty of this study is in the staff awareness variable, 

which is the moderating variable. It is based on recommendations from the research re-

sults of Adan and Keiyoro (2017). Staff awareness is a driver of policy success and income-

generating performance. The study comprehensively explains the interrelationships 

among those variables. 

2. Literature Review and Research Hypotheses Development 

2.1. Resources Dependence Theory 

The income-generating university is an application of the Resources Dependence 

Theory (RDT), explaining the behavior of institutions to carry out business initiatives as 

additional income. RDT is applied to describe institutional behavior in developing busi-

ness ventures for extra income so that institutions can survive in meeting budgetary 

needs. The characteristics of the Resources Dependence Theory are needed to determine 

the resources, financial, infrastructure, and information needs of an environment that de-

pends on external resources. One of the postulates in this theory is that organizations de-

pend on external resources, resulting in inadequate control over the external environment, 

which can interfere with achieving organizational goals (Hillman et al. 2009). Additional 

income to improve the quality of education can be achieved with several public financing 

techniques. One is the gradual decline of public financing techniques so that universities 

experience sufficient funding. Therefore, in the end, it threatens the organization’s exist-

ence. 

The most important note in this theory is the effectiveness related to the proactive 

management of a competitive external environment to support its efforts to earn income 

(Pautz 2014). So far, RDT has been applied to explain how organizations can reduce de-

pendency and uncertainty in their organizational environment. It is necessary to under-

stand organizational behavior in the organizational environment. Organizations reduce 

the external influence and increase the power of the organization itself (Aldrich 1976). 

Organizational actions, such as forming interlocks, alliances, joint ventures, and mergers 
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and acquisitions, are performed to overcome dependency and improve organizational au-

tonomy and legitimacy. At the same time, resource dependence theory is one of many 

organizational theories that characterize organizational behavior. 

2.2. Staff Awareness 

Staff awareness in carrying out activities properly and correctly according to prede-

termined goals is a form of involvement in successfully implementing income generation. 

Various types of individual personality and environmental conditions can shape aware-

ness to action. As with RDT, environmental information can determine personal aware-

ness. Awareness refers to a person’s conscious experience of the content of thoughts, in-

cluding their breadth and clarity (Mikulas 2011). Brown and Ryan (2003) suggest that 

awareness is the background of the awareness “radar,” by which they continuously mon-

itor the external and internal environment. A person may be aware of a stimulus without 

being the center of attention. 

Staff awareness influences performance. Awareness enables individuals to be more 

receptive to the development of their environment, enabling them to respond effectively 

to challenges and changing situations (Dane 2011; Salvato 2009; Weick and Sutcliffe 2006). 

Awareness of any practice or phenomenon is vital as it leads to proper implementation 

and facilitation. When employees are aware of their environmental work practices, they 

will use innovative work practices, ultimately affecting the performance of individuals 

and the organization (Garg and Lal 2015). Furthermore, Garg and Lal (2015) state that 

awareness of practice reduces the fear of uncertainty and concern about changes occurring 

in an organization.  

An aware staff is relatively easier to adapt to new practices than unaware employees. 

One form of the new practice in universities is implementing income generation. Every 

work unit at the university has the opportunity to generate income. In this case, increasing 

revenue is one aspect of improving the organization’s overall performance. Staff who have 

an awareness of collecting all income-generating activities will have an impact on improv-

ing performance. The innovative practices implemented in each program reflect staff 

awareness. Staff with a high level of awareness can also deal with any policy changes in 

the organization. Management awareness is essential to survive in a constantly changing 

environment and have high competitiveness. 

2.3. Staff Participation 

Participation that encourages staff involvement in decision-making will impact im-

proving performance. In income-generating universities, a staff of work units with a high 

participation level will encourage more effective decision-making. In this case, the staff 

can provide innovative ideas or ideas to increase income generation. When the work unit 

staff makes decisions, they will feel motivated to work and be responsible for improving 

their performance, which is partially comprised of increasing income. 

Staff participation is a process by which staff can take control over their work and 

conditions by devoting involvement to making decisions regarding their work (Strauss 

2006). In the process, employees share decision-making power regarding their duties with 

their superiors (Khalid and Nawab 2018). Participation can be informal, formal, consulta-

tive, delegative, direct, or indirect. Moreover, van der Westhuizen et al. (2012) define staff 

participation as the totality of direct (personal or with the owner) or indirect (through 

owner’s representation) forms in which individuals or groups guarantee their interests or 

contribute to the decision-making process. Each work practice’s form of staff participation 

is examined (Khalid and Nawab 2018). It consists of the capacity to influence the design 

or change in organizational systems in which employees are involved and may also con-

sult on broad and long-term organizational issues. These forms of participation affect em-

ployee retention, organizational productivity, and efficiency (Bhatti and Nawab 2011). 
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Based on the concept of staff participation, Tchapchet et al. (2014) revealed that there 

are several benefits for employees and managers, including (1) making employees partic-

ipate in decision-making is an acknowledgment of the vital role that employees play in an 

organization and also a recognition of their economic rights; (2) involving employees in 

decision-making is a form of the democratic principle in the workplace where employees 

can have more significant influence in decisions that will affect their lives at work; (3) 

involving employees in decision-making will help to reduce retention, absenteeism, the 

number of complaints, and it will result in a more cooperative relationship between the 

management and workforce.  

Participation that encourages employee involvement in decision-making will impact 

improving performance. In income-generating universities, managers of work units with 

a high participation level will encourage more effective decision-making. In this case, the 

manager can provide innovative ideas or ideas to increase income generation. When the 

work unit manager makes decisions, they will feel motivated to work and be responsible 

for improving their performance, which is partially composed of increasing income. 

2.4. Top Management Support 

The higher education autonomy policy provided by the government provides flexi-

bility to manage existing resources optimally. A derivative regulation is needed to imple-

ment this autonomy successfully, which forms the basis for the legality of the implemen-

tation of activities. Central leadership support in the form of the legality of the Rector’s 

policy or the Rector’s regulations which provide guidelines for resource management, 

plays a significant role in achieving the planned income-generating target. 

The research show that top management support is one of the essential factors in 

driving a project’s success (Ahmed and Azmi bin Mohamed 2017). Leadership policy is 

one form of top management support that can affect the implementation of income gen-

eration. A policy will continuously evolve, from distributing or mentioning income or 

benefits from different income-generating activities or projects to various stakeholders or 

university entities (Kiamba 2004). Grizzle and Pettijohn (2002) state that the policy of im-

plementing income generation is a dynamic process in the interaction of many factors. 

Four factors that play a role in implementing a public policy are communication, re-

sources, disposition or attitude, and bureaucratic structure (Siswanto et al. 2013).  

Top management support is one of the practical control tools in implementing in-

come-generating activities for each work unit. Thus, the policy can be a factor in encour-

aging increased income generation. Top management support policies can be a mediating 

factor for staff awareness and participation to increase income-generating performance. 

Staff with high awareness and participation will devote all efforts to encouraging good 

performance. Involvement in decision-making related to income-generating implementa-

tion can create good income-generating policies, encouraging increased income genera-

tion. 

Based on those as mentioned earlier, the hypotheses and theoretical framework de-

veloped as follows (Figure 1): 

Hypothesis 1 (H1). Staff awareness influences income-generating performance. 

Hypothesis 2 (H2). Staff participation influences income-generating performance. 

Hypothesis 3 (H3). Staff awareness influences top management support. 

Hypothesis 4 (H4). Staff participation influences top management support. 

Hypothesis 5 (H5). Top management support influences income-generating performance. 
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Hypothesis 6 (H6). Staff awareness has an influence on income-generating performance through 

top management support. 

Hypothesis 7 (H7). Staff participation influences income-generating performance through top 

management support. 

 

Figure 1. The theoretical framework. Notes: Research framework (sources: formulated by researchers) 

3. Methods 

3.1. Research Design 

This quantitative research emphasizes the analysis of numerical data or numbers 

obtained by statistical methods and is carried out in inferential research to test hypotheses. 

Further, the study can obtain the significance of the relationship between the variables. 

The procedure of this research is first to determine the central theme or problem 

management related to the implementation of income generation in each unit, faculty, and 

study program. At this stage, the researchers performed analysis by a search for sources 

in the literature and observations in units. Furthermore, they analyzed the internal control 

of income-generating implementation by reviewing international journal articles and 

making research instruments. After that, data processing became the next step before hav-

ing the discussions to obtain recommendations and outputs. The recommendations have 

been the material for evaluating the implementation of the income-generating program. 

3.2. Population and Research Sample 

One of the research topics in the social humanities field in the strategic plan of Uni-

versitas Negeri Semarang is the socio-economic field. In this research, the socio-economic 

field studied regards the addition of income (income generation). Through the flexibility 

of financial management, universities are incentivized to generate income through the 

services provided and the use of physical and non-physical assets. University perfor-

mance measures from a financial perspective are of great importance, following the cus-

tomer perspectives. Therefore, university income is exciting to study because it is very 

diverse.  

The population of this study is staff in charge of activities that generate income. Based 

on the income-generating data at the university, there are 154 staff in eighteen work units. 

Using the Slovin formula (Slovin 1960), the number of samples obtained is 111, with a 

degree of leniency of 5%. The random sampling technique produces the samples.  

𝑛 =
𝑁

1 + 𝑁(𝑒)2
  

𝑛 =
154

1 + 154 (0.05)2
= 111.19 = 111  

3.3. Research Variables 

The research variables consist of the dependent variable, the mediating variable, and 

the independent variable. Income-generating performance is the dependent variable, staff 
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participation and awareness are independent variables, and top management support is 

a mediating variable. Income generating is the performance shown by the results of the 

mechanism of all activities generating income. The research instrument was developed 

using income-generating performance indicators: accountability, profitability, transpar-

ency, and competitiveness (Towett et al. 2019). The instrument is divided into several 

parts using a Likert scale of 1–5 to assess respondents’ responses. 

Staff awareness is an extension of self, reflecting how an individual understands and 

evaluates his work. The staff awareness indicators are self-values and moral sense (Chang 

et al. 2021). Furthermore, staff participation is the role of the staff involved in the imple-

mentation of income generation with indicators of work motivation and commitment 

(Adan and Keiyoro 2017). The research instrument uses a Likert scale of 1–5 to assess re-

spondents’ responses.  

Top management support is the Rector’s policy support for implementing income- 

generation. Top management support indicators provide resources, structural arrange-

ments, communication, expertise, authority, and power. Instrument development using 

top management support research instruments (Ahmed and Azmi bin Mohamed 2017a) 

with a Likert scale of 1–5.  

3.4. Data Collection and Analysis Methods 

The data collection methods used are questionnaires and documentation. Question-

naires explore income-generating performance, staff awareness, staff participation, and 

top management support, while documentation is a tool to obtain data on the number of 

staff. This study uses statistical analysis to answer research questions and test hypotheses 

by analyzing and testing empirical models.  

The next step is testing the research hypothesis using structural equation modeling 

(SEM) with the WarpPLS approach. Structural equation modeling–partial least squares 

(SEM–PLS) was utilized to test the hypothesis. SEM–PLS works by measuring path rela-

tionships together to check problem statistics. SEM–PLS also tends to address the problem 

of data distribution and multicollinearity. SEM–PLS is also suitable for this study because 

it requires minimal data assumptions and relatively small data and sample requirements 

(Pratolo et al. 2020). These research questions test the relationship between variables ra-

ther than fitting the research model, which is another reason SEM–PLS is more suitable 

than covariance-based SEM. 

Using the structural analysis model, this study tries to explain the relationship and 

interdependence of research variables. This model is an alternative for situations where 

the theoretical basis for the design is weak and some indicators do not meet the reflective 

measurement model, so it is formative. SEM–PLS is a powerful analytical method because 

it does not require many assumptions and the sample size can be small or large. Addi-

tionally, being able to be used as a confirmation of theory (hypothesis testing), SEM–PLS 

can build relationships for which there is no theoretical basis or for testing propositions. 

4. Results and Discussion  

4.1. Results 

4.1.1. Measurement Model 

The validity and reliability of the research questionnaire are necessary before testing 

the hypotheses. The study conducted a convergent and discriminant validity test on the 

research instrument. Convergent validity is part of the measurement model, usually re-

ferred to as the outer model in SEM–PLS. The researchers used the criteria to determine 

whether the questionnaire was valid when referring to the loading factor being more than 

0.05. 

The results of the study show that each indicator of staff awareness (SA), staff partic-

ipation (SP), top management support (TMS), and income-generating performance (IGP) 

has a loading factor that is more than 0.05, and each is significant (p < 0.001). Discriminant 
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validity is fulfilled if the average variance extracted (AVE) from the extracted average 

variation must be higher than the correlation involving the latent variable. The results for 

AVE show 0.599, 0.762, 0.691, and 0.732. These results indicate that the question items 

given to the respondents are valid and can be used to measure the constructs of the study. 

The reliability test also shows Cronbach’s alpha > 0.7 and composite reliability > 0.8. The 

loading factor of SA, SP, TMS, and IGP Cronbach’s alpha result show 0.916, 0.728, 0.963, 

and 0.72. The result of composite reliabilities for SA, SP, TMS, and IGP are 0.930, 0.865, 

0.967, and 0.974. These results explain that the question items on the research variables 

consistently measure each variable or are reliable and can be used. The tests on the outer 

model show that the construct meets validity and reliability. Tables 1 and 2 below present 

the test results. The other measure for discriminant validity is Heterotrait–monotrait 

(HTMT) ratio of correlation. Moreover, Table 3 shows the value of HTMT is below 0.85, 

which means that the research model meets the discriminant validity assessment. The 

HTMT’s output is calculated using the formula as in Henseler et al. (2015). 

Table 1. Outer Model Results. 

Construct AVE Cronbach’s Alpha Composite Reliability 

Staff Awareness 0.599 0.916 0.930 

Staff Participation  0.762 0.728 0.865 

Top Management Support 0.691 0.963 0.967 

Income-Generating Performance 0.732 0.972 0.967 

Table 2. Fornell–Larcker. 

 Staff Awareness Staff Participation 
Top Management 

Support 

Income-Generating 

Performance 

Staff Awareness 0.774    

Staff Participation 0.066 0.873   

Top Management 

Support 
0.764 −0.084 0.832  

Income-Generating 

Performance 
0.595 −0.086 0.785 0.855 

Table 3. HTMT Results. 

 Staff Awareness Staff Participation 
Top Management 

Support 

Income-Generating 

Performance 

Staff Awareness -    

Staff Participation 0.138 -   

Top Management 

Support 
0.820 0.119 -  

Income-Generating 

Performance 
0.812 0.162 0.633 - 

4.1.2. Hypotheses Testing 

This study uses full collinearity to address the common method bias. The Average 

full collinearity VIF (AFVIF) is 2.617, which is accepted because the score is ≤ 5. The criteria 

are accepted if AVIF ≤ 5. This study implements structural equation modeling with Warp-

PLS to analyze the research hypotheses. In summary, the Fit and Quality Indices model is 

presented in Table 4. 

Table 4. Results of Fit Test and Quality Indices. 

No Model Fit and Quality Indices Fit Criteria Results Notes 
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1. Average Path Coefficient (APC) p = 0.002 
0.335 

p < 0.001 
Accepted 

2. Average R-squared (ARS) p < 0.001 
0.624 

p < 0.001 
Accepted 

3. 
Average adjusted  

R-squared (AARS) 
p < 0.001 

0.616 

p < 0.001 
Accepted 

4. Average block VIF (AVIF) 
Accepted if ≤ 5,  

ideally ≤  3.3 
1.629 Ideal 

5. 
Average full collinearity  

VIF (AFVIF) 

Accepted if ≤ 5,  

ideally ≤  3.3 
2.617 Accepted 

6. Tenenhaus GoF (GoF) 

small ≥ 0.1, 

medium ≥ 0.25,  

large ≥ 0.36 

0.722 Large, Accepted 

7. Sympson’s Paradox Ratio (SPR) 
Accepted if ≥ 0.7,  

ideally = 1 
1.000 Accepted 

8. R-squared Contribution Ratio (RSCR) 
Accepted if ≥ 0.9,  

ideally = 1 
1.000 Accepted 

9. Statistical Suppression Ratio (SSR) Accepted if ≥ 0.7 1.000 Accepted 

10. 
Nonlinear Bivariate Causality Direction Ra-

tio (NLBCDR) 
Accepted if ≥ 0.7 1.000 Accepted 

The study used structural equation modeling (SEM) with the WarpPLS approach to 

analyze the research hypotheses. Model Fit and Quality Indices indicators include Aver-

age Path Coefficient (APC), Average R-squared (ARS), Average Variance Inflation Factor 

(AVIF), Average full collinearity VIF (AFVIF), Tenenhaus GoF (GoF), Sympson’s Paradox 

Ratio (SPR), R-Squared Contribution Ratio (RSCR), Statistical Suppression Ratio (SSR), 

and Nonlinear Bivariate Causality Direction Ratio (NLBCDR). 

The output results of Table 5 show that the indicator value of APC = 0.355, ARS = 

0.624, and AARS = 0.616. The three indicators were significant at p < 0.001, far from the 

criteria for p < 0.05, so all of them fulfilled the good criteria. The indicators AVIF = 1.629 

and AFVIF = 2.617 are ideal and accepted because they are far below 5, so there is no 

multicollinearity between the independent variables. The GoF value, which measures the 

model’s explanatory power of 0.722, is included in the ideal criteria. The SPR, RSCR, SSR, 

and NLBCDR indicators are worth 1.000, so they meet the ideal criteria. The conclusion is 

that the model from this study fits with the data so that it can continue to the next test. 

The following is an image of the research model and the results obtained based on data 

processing using the WarpPLS 6.0 program (Table 6). 

Hypothesis testing in WarpPLS analysis using t-test. The decision rule for hypothesis 

testing is as follows: if the p-value is 0.10 (alpha 10%), it is weakly significant. If the p-

value of 0.05 (alpha 5%) is significant, and if the p-value is 0.01 (alpha 1%), it is highly 

significant. Based on data processing, the output path coefficients and p-values are ob-

tained in Tables 5 and 6 below. 
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Table 5. Hypotheses Testing Results (Direct Effect). 

Hypothesis 
Relationship between Variables Path 

Coeff. 
p-Values Notes 

Explanatory Variable > Responded Variable 

H1 Staff Awareness (SA) > 
Income-Generating Performance 

(IGP) 
−0.01 0.46 Rejected 

H2 Staff Participation (SP) > 
Income-Generating Performance 

(IGP) 
−0.09 0.17 Rejected 

H3 Staff Awareness (SA) > Top Management Support (TMS) 0.77 <0.01 Accepted 

H4 Staff Participation (SP) > Top Management Support (TMS) −0.13 0.10 Rejected 

H5 
Top Management 

Support (TMS) 
> 

Income-Generating Performance 

(IGP) 
0.77 <0.01 Accepted 

The test results in Table 5 show that the path coefficient of staff awareness to income-

generating performance is −0.01, p-value 0.46 or > 0.05. This means that there is no effect 

of staff awareness on income-generating performance. The path coefficient of staff partic-

ipation to income-generating performance is −0.09 with p-values of 0.17 or > 0.05, which 

means that staff participation does not affect income-generating performance. Further-

more, the path coefficient of staff awareness of top management support has a value of 

0.77 with p-values < 0.01 or < 0.05, which means that staff awareness influences top man-

agement support (highly significant). The coefficient of the path of staff participation to 

top management support is −0.13 with p-values of 0.10 or > 0.05. This means that the par-

ticipation of staff does not affect top management support. Then, the path coefficient on 

top management support to income-generating performance shows a value of 0.77 with 

p-values of <0.01 or <0.05, so that top management support influences income-generating 

performance (highly significant). The conclusion is that H1, H2, and H4 are rejected, while 

H3 and H5 are accepted. 

Table 6. Hypothesis Testing Results (Indirect Effect). 

Hypothesis 

Relationship between variables 

Path Coeff. p-Values Notes Explanatory 

Variable 
> 

Intervening 

Variable 
> 

Response 

Variable 

H6 
Staff Awareness 

(SA) 
> 

Top Management 

Support (TMS) 
> 

Income-

Generating 

Performance 

(IGP) 

0.595 <0.01 Accepted 

H7 
Staff Participation 

(SP) 
> 

Top Management 

Support (TMS) 
> 

Income-

Generating 

Performance 

(IGP) 

−0.094 0.078 Rejected 

The results of the indirect effect in Table 6 show that the path coefficient of the influ-

ence of staff awareness on income-generating performance through top management sup-

port shows a value of 0.595 with p-values <0.01 or <0.05. Top management support can 

mediate the effect of staff awareness on income-generating performance. Therefore, H6 is 

accepted. Furthermore, the effect of staff participation on income-generating performance 

through top management shows a coefficient value of −0.094 with p-values of 0.078 or > 

0.05. This means that top management support cannot mediate the effect of staff partici-

pation on income-generating performance. Therefore, H7 is rejected. (Figure 2) 



Int. J. Financial Stud. 2023, 11, x FOR PEER REVIEW 11 of 18 
 

 

 

Figure 2. Relationship between Staff Awareness, Staff Participation, Top Management Support, and 

Income-Generating Performance. Notes: This Figure is output from Warppls 7.0 which reports that 

the hypothesis will be accepted if the coefficient value is positive and has a p-value below 0.05. 

4.2. Discussion 

A legal entity university generates income and increases its income-generating ca-

pacity. Additional income can ease the burden on universities for various program ex-

penditures or functions. This is not exactly considered government participation because 

of the sharing of funding between the government and universities. The income generated 

will significantly help increase the resources available to universities. 

Problems in higher education institutions related to regulations, management, lead-

ership, and organizational management can be solved by institutional theory (Cai and 

Mehari 2015). Furthermore, Kezar and Sam (2013) stated that faculty members and leaders 

have an essential role in influencing the institutionalization process in higher education. 

In line with this, the respondents in this study are faculty members and leaders who are 

members of the income-generating management work unit, which is used to determine 

the influence of staff awareness, staff participation, and top management support on in-

come-generating performance in universities, either directly or indirectly. 

4.2.1. Staff Awareness Influences on Income-Generating Performance  

Awareness is the individual’s ability to make contact with his environment and him-

self (through his five senses) and restrict his environment and himself (through attention). 

Staff awareness in activities is a condition in which staff focuses on the initiative, seeks, 

and can select the stimuli the leadership provides. In the context of employees in a higher 

education environment with many standard operating procedures, an employee tends to 

feel in a comfort zone. Hence, the level of awareness could be higher. 

This study has lessened the effect of staff awareness on income-generating perfor-

mance. Staff who are aware of work practices in their environment tend to use innovative 

work practices (Garg and Lal 2015). One form of innovative practice in higher education 

institutions is income-generating activities so that all staff can generate income, which 

then impacts increasing income-generating performance. However, even though staff or 

employees are aware of implementing innovative practices in their work by generating 

income, they have yet to be able to improve income-generating performance directly. Staff 

need to be part of the income-generating policymakers to impact income-generating per-

formance. 
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4.2.2. Staff Participation Influences on Income-Generating Performance 

Staff participation in an agency plays a significant role in the decision-making pro-

cess. Employees are granted the opportunity to influence management decisions and can 

contribute to improving the performance of their organization. However, in carrying out 

their activities, there are many conditions when they are reluctant to convey their creative 

ideas. They can be passive, so they cannot provide changes in organizational performance. 

The study results indicate that staff participation cannot affect income-generating 

performance. Uribetxebarria et al. (2021) revealed that the productivity of the organiza-

tion’s staff reflects the performance of an organization, then staff participation does not 

have a positive effect on organizational performance but has a negative effect. That is, a 

higher staff participation in the organization indicates the low productivity of staff, or it 

means that the higher productivity of staff has a relationship with the low participation 

of staff. Assume staff with high productivity can produce many innovations regarding 

income-generating activities (ceteris paribus), thus causing a high work intensity. This 

makes staff focus only on work rather than caring about their participation in the organi-

zation for more than just using staff productivity in measuring income-generating perfor-

mance. This is more complex, i.e., accountability, profitability, transparency, and compet-

itiveness.  

This research allows staff who do not have direct job notes in income-generating ac-

tivities to assess that staff do not require participation. However, each staff member has 

an essential role in overcoming external pressure, strengthening the organization from 

within, and making organizational change through institutional entrepreneurship and 

work (van der Westhuizen et al. 2012). Furthermore, staff participation is the key to suc-

cessfully implementing quality management (Lam et al. 2015). 

4.2.3. Staff Awareness Influences Top Management Support 

Employee awareness reflected in action determines the role of the chancellor in real-

izing various kinds of income-generating implementation policies. The initial principle 

built is that individuals focus on non-material factors and are only normative. In this prin-

ciple, the element of forming awareness enables more than an approach to the element of 

obligation so that several components can be considered, including the value system be-

lieved by the individual, perspective or attitude, and behavior. 

Ritter (2006) states that one of the first stages in making ethical decisions is a person’s 

moral awareness; for example, they may perform actions based on ethical principles. Staff 

awareness of their actions can influence top management in making ethical decisions. This 

is because attention from natural awareness has a positive relationship with self-leader-

ship and organizational transformation leadership to expand leadership knowledge about 

ethical decision-making models (King and Haar 2017; Small and Lew 2019). Ruedy and 

Schweitzer (2010) state that many unethical decisions stem from a lack of worker aware-

ness. Staff who are aware of how their work experiences impact ethical decision-making 

and staff with high awareness tend to make more ethical decisions (uphold ethical stand-

ards) than staff with low awareness. Thus, staff who have high awareness are less likely 

to commit fraud. 

4.2.4. Staff Participation Influences Top Management Support 

Employee involvement plays a role in realizing the success of a program. Participa-

tion can increase motivation because employees feel more accepted and involved in every 

activity in the agency. Self-esteem, job satisfaction, and cooperation with leaders can also 

automatically increase, and vice versa. According to employee motivation, they cannot 

give their best performance. As with the implementation of income-generating as a form 

of educational autonomy policy, employee involvement is the main driving force for 

higher education performance. However, much of their involvement is so low that they 

cannot contribute to the leadership. 
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The results show staff need to contribute to top management decisions about income-

generating policies. The task of the income-generating staff at the university is to ensure 

that the management of income-generating follows the standard operating procedure 

(SOP). It is possible to make all broad decisions and long-term to be the responsibility of 

certain management levels and external parties of the university. Huy (2001) and Daft 

(2010) state that middle management is responsible for the central business units and de-

partments setting, planning, and implementing goals that align with top management’s 

goals. This study involves all staff receiving the value from management participation, so 

the study’s results have yet to show that management at all levels participates in making 

decisions. Staff with lower management levels (low management) may only have little 

participation or even no responsibility in making management decisions about income-

generating.  

The results of this study are inversely proportional to Irawanto’s (2015) statement 

that to ensure staff participation in decision-making, leaders need to permit all staff to 

express their opinions or interfere during decision-making. That way, staff participation 

can influence decision-making (Irawanto 2015). Furthermore, we must categorize each de-

cision requiring staff participation and involvement to increase staff participation. Staff 

participation can impact decision-making if there are variations in the decision (Olu-

watayo et al. 2017). If an organization does not identify which decisions require staff par-

ticipation, staff will respond to low participation or even have no participation. 

4.2.5. Top Management Support Influences on Income-Generating Performance 

Policies compiled by the central leadership (Rector) can massively affect the perfor-

mance of tertiary institutions. Rector policies such as regulations regarding the identifica-

tion of additional income, types of additional income, mechanisms for collecting addi-

tional income, and regulations regarding the amount of additional income that enters the 

Rector’s account can improve income-generating performance. This is in line with the re-

source-dependent theory, which explains that universities can identify funding sources to 

increase internal income. It reduces dependence on government funding so that universi-

ties can exist and significantly contribute to the academic community’s welfare and the 

better performance of higher education institutions and society. 

According to institutional theory, efforts to deal with internal and external pressures 

are to look to their peers before making strategic decisions (DiMaggio and Powell 1983). 

Additionally, resource dependence theory also explains the policies made by universities 

or strategic decisions related to income generation, namely by considering environmental 

conditions or other universities that have become legal entity universities through the role 

of top management. Institutional theory in Turner and Angulo (2018) becomes a pillar in 

top management for making high-risk decisions by offering robust predictions for con-

ducting studies on problems that exist in universities. More precisely, the theory tries to 

abandon some rules that require standardized testing.  

The top management has a vital role in organizational performance, for example, in-

come-generating activities. The implementation of strategic plans to achieve good organ-

izational performance is influenced by top management support (Li and Tobias 2022; Shil-

lingi 2017). Decision-making made by top management has a significant influence on the 

implementation of the strategic plan. When staff have low experience and leadership 

skills, organizational performance may decline. Furthermore, Li and Tobias (2022) em-

phasize that staff are leaders in all aspects of the company. Staff can manage, control, and 

evaluate all activities inside and outside the organization. Top management support and 

staff performance are two agents of internal change in an organization adopting a man-

agement innovation (Yu et al. 2022). Leaders who can carry out their role to support or-

ganizational members at work make staff tend to exert effort for successful project execu-

tion (de Bakker et al. 2010). 

  



Int. J. Financial Stud. 2023, 11, x FOR PEER REVIEW 14 of 18 
 

 

4.2.6. Top Management Mediate the Staff Awareness of Income-Generating Performance  

Staff awareness is not able to directly affect income-generating performance. How-

ever, top management support can mediate the relationship between both. King and Haar 

(2017) demonstrated that the relationship to organizational transformation leadership is 

best understood as a mediated process. There is a mutual relationship between staff who 

have awareness and top management in making decisions about income-generating. The 

first stage of producing ethical income-generating decisions requires the awareness of eth-

ical staff (Ritter 2006). 

Furthermore, Reb et al. (2014) found that attentive supervisors positively impacted 

the well-being and performance of their staff. Leadership provides greater clarity around 

the potential influence of work awareness on job performance (Dane and Brummel 2013). 

Therefore, staff with awareness must be kept from the leadership role. Leaders can in-

crease staff awareness at work, impacting staff welfare and performance and leading to 

organizational performance (Reb et al. 2014). Glomb et al. (2011) agree that staff awareness 

can improve various aspects, such as social relations, resilience, and staff performance.  

Staff or employees who are aware of managing income generation will influence in-

come-generating performance. Work awareness helps staff improve welfare in the work-

place as a factor of job satisfaction. Efforts that can be made to increase staff awareness at 

work can be made by carrying out awareness training that aims to reduce staff stress at 

work, increase job satisfaction, and improve their performance. Hyland et al. (2015) state 

that mindful workers can reduce stress, improve mental health, physical health, and cog-

nitive function, and improve performance and well-being. Staff with low-stress levels can 

increase their productivity. On the other hand, stressed staff can reduce their productivity 

by up to 53.2% (Safitri 2019), so organizational goals cannot be achieved. 

4.2.7. Top Management Support Mediate the Staff Participation in Income-Generating 

Performance  

The study’s results indicate that top management’s role has not been successful in 

mediating staff participation in income-generating performance. The result is in line with 

the findings of Oluwatayo et al. (2017): staff participation in making decisions on company 

performance does not have a significant effect. This is due to the assumption that staff 

involvement in decision-making, such as the implementation of work and organizational 

and operational activities, will result in poor company performance or result in low in-

come. The other results differ from Chukwuemeka’s (2020) study, which states that staff 

participation in decision-making has a significant positive effect on organizational perfor-

mance. This is because staff motivation needs to be formed in the organization. The low 

motivation of staff is because their existence has not been recognized by the leadership, as 

evidenced by the lack of critical organizational meetings involving staff. The other re-

search, Benn et al. (2015), revealed that staff participation would gradually increase staff 

engagement in the organization and impact organizational performance (Bailey et al. 

2017). Efforts to increase staff participation in the organization are to hold meetings be-

tween leaders and subordinates on essential issues every month or three months to stim-

ulate morale and increase self-motivation. The meeting serves as a medium for staff actu-

alization and the creation of a good feeling in staff for being recognized and valued in the 

organization (Chukwuemeka 2020). 

5. Conclusions 

Staff awareness cannot directly affect income-generating performance because staff 

who have awareness about work practices will form innovative work practices. However, 

these innovative work practices are not the primary determinant of income-generating 

performance because, in practice, income-generating requires a decision from superiors. 

Top management support can mediate the relationship between staff awareness and in-

come-generating performance. The results show that efforts to achieve income-generating 
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performance require a wise decision from top management support regarding income 

generating. The first step to making ethical decisions is the ethical awareness of staff so 

that the resulting decisions are ethical, especially regarding income generation. 

Furthermore, staff participation does not affect top management support because 

certain management levels carry out decisions about income generation, so the distribu-

tion of lower-level management positions does not yet have a maximum contribution in 

making decisions. This impacts the role of top management support, which cannot medi-

ate the relationship between staff participation and income-generating performance. In 

addition, efforts to increase staff participation can be made by categorizing each decision 

that requires staff participation and staff involvement.  

The theoretical implication of this research is to explain the existence of universities 

in maintaining and adjusting the funding autonomy policy from the government. Theo-

retically, this study explains that RDT can determine financial resources, infrastructure 

needs, and information from an environment that depends on external resources. Addi-

tional income to improve the quality of education can be attained through several public 

financing techniques that can contribute to agencies, academics, and society. This means 

that, by becoming a legal entity state university, tertiary institutions will not experience a 

shortage of funding. 

From a managerial implication point of view, the implementation of income-gener-

ating policies involves many parties, including staff and leaders, so it requires qualified 

human resource management. The staff can join some financial training based on the new 

regulation. Additionally, the university must give detailed socialization about the job de-

scription and responsibility when performing some income-generating activities. The en-

couragement and motivation of staff need to be performed to increase their performance 

and create awareness for achieving additional income targets. Stimulus in the form of pro-

motion or remuneration can improve income-generating performance. 

Furthermore, from the aspect of policy implications, the management of income gen-

eration can optimize existing internal policies. Internal policies include the Rector’s regu-

lations regarding the mechanism for collecting and determining income-generating rates. 

All of these policies can be implemented simultaneously by all units or faculties in tertiary 

institutions. This form of technical and tariff uniformity can facilitate income-generating 

implementation so that it can improve the income-generating performance of each unit or 

faculty. 

This study has several limitations: it only focuses on respondents at a specific man-

agement level, resulting in different perceptions about their participation in influencing 

top management support. Therefore, future research can be conducted on certain man-

agement levels; for example, middle-level management (a department). This research also 

only focuses on the implementation of income generation, which is an innovative work 

practice at Universitas Negeri Semarang. Finally, the research scale can be expanded and 

apply a focus group discussion among staff, the dean, and the heads of department to 

produce more comprehensive research. 
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Abstract: The policy of educational autonomy through legal entity state universities is a very inter-

esting issue. Universities have the authority to manage finances and collect additional income, spe-

cifically generated income. Its successful implementation also provides more significant income to 

everyone in the institution through greater incentives, thereby helping to improve the economic 

conditions of staff, institutions, and all academics. This study examines the empirical evidence of 

factors influencing university income-generating performance. This study presents the direct and 

indirect effects of staff awareness, staff participation, and top management support on income-gen-

erating performance. This research used a quantitative approach utilizing the structural equation 

model with WarpPLS. A questionnaire-based survey collected 111 valid responses. Surveys were 

distributed to the appointed persons in charge of each unit, faculty, and university. The results show 

that staff awareness influences top management support. Top management support also affects in-

come-generating performance, so it impacts the role of top management support, which can mediate 

the influence of managers’ awareness on income-generating performance. On the other hand, staff 

participation cannot influence top management support and income-generating performance. This 

means that top management support cannot mediate the effect of staff participation on income-

generating performance 

Keywords: income-generating performance; staff awareness; staff participation; top management 

support 

 

1. Introduction 

Education plays an important role not only for individuals but also for society as a 

whole. The importance of education and training in the economy has been recognized 

worldwide, and countries are making great efforts to provide public funding for the edu-

cation sector. Education helps accelerate economic growth through the development of 

knowledge and skills. Education is a fundamental pillar in one’s life. Achieving universal 

education goals increases the overall need for investment in human resources. In recent 

years, governments worldwide have spent significant resources investing in education. 

In 1999, the government introduced a higher education autonomy policy, in which 

the government provides support and autonomous rights to achieve the university’s vi-

sion and mission as a higher education provider. The government determines whether 

universities that meet specific requirements may become legal status state-owned entities, 

education legal entities, public service agencies, and public universities with legal entities. 

Universitas Negeri Semarang is one of the universities moving from a public service 

agency to a public university with legal entity status. This stipulation is outlined in 
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government regulation of the Republic of Indonesia number 36 of 2022 concerning state 

higher education institutions’ legal entities. The educational autonomy policy impacts ed-

ucation funding from the government to universities. The involvement of the government 

becomes less because of this autonomy. Universities must be able to increase the amount 

of funding from the higher education autonomy policy. Therefore, it is necessary to ex-

plore sources of funds that come not only from educational funding but also from other 

income-generating sources.  

Education financing has been a joint partnership between the government and other 

development partners. Resource dependence theory postulates the behavior of public in-

stitutions to start business ventures for additional income. It also describes the behavior 

of educational institutions to create business ventures as a complement to ensuring their 

survival. In line with this theory, a university needs tertiary institutions to fulfill the needs 

of financial, physical, and informational resources. 

In general, Universitas Negeri Semarang has two income categories: income received 

from academic and non-academic aspects. The income from the academic aspect is the 

Single Tuition Fee (STF). In contrast, non-academic income consists of program grants, 

fees for conducting national and international seminars and workshops, room service pro-

viders for celebrations, laboratory rent, canteen, food court, room rental, and journal man-

agement incentives (Mahmud et al. 2022). Income from academic or educational services 

(STF) has an already established intercept number because the amount of student STF is 

visible with relatively straightforward calculations. The STF amount for each batch is rel-

atively straightforward; just waiting for payment time. This is different from the nature of 

non-academic or educational income. The characteristic of non-academic or educational 

service income has an intercept value (in the regression line) of IDR 0 at the beginning of 

each year. Increasing income by IDR 1 Billion from the previous year’s realization is not 

easy because it always starts with IDR 0. If the previous year’s realization is IDR 50 M (for 

example), then increasing IDR 1 Billion to IDR 51 Billion does not mean “only” adding 

IDR 1 Billion, instead meaning that the income-generating performance target is IDR 51 

Billion. The university is still trying hard to be able to increase the income-generating in-

tercept of each unit. Moreover, to realize the IDR 51 Billion target, it is necessary to have 

sustainable business units and non-academic service units to increase the intercepted 

number. The form of work unit participation is directed at the emergence of practical ideas 

from each work unit which becomes a strong ambition for the work unit to realize. The 

university can clearly manage and describe the income potential if it has formed going-

concern business units. 

The observations in each unit show that there are still several obstacles, including the 

staff’s lack of transparency about the number of funds obtained and reported. Further-

more, the staff carries out activities that have yet to reach the set targets. Extracting addi-

tional income still needs attention because the sustainability of the education process de-

pends on the number of funds that can be used for development. The following research 

resulted in findings that the problems were caused by unaccountability, unprofessional 

management, not being transparent, and non-compliance with the policies set by the uni-

versity (Siswanto et al. 2013). 

The study of the implementation of income-generating performance is fascinating 

because the higher education policy in Indonesia directs tertiary institutions to become 

public universities with legal entity status. This means that there is independence for 

higher education institutions to seek other sources in addition to funding from the gov-

ernment. Several factors that influence the implementation of additional income include 

staff participation (Nyamwega 2016; Adan and Keiyoro 2017; Groen et al. 2017), staff 

awareness (Arqawi et al. 2018; Rigolizzo and Zhu 2020; Chang et al. 2021), and top man-

agement or leadership policies (Lunani 2014; Liu and Gao 2021). 

Staff participation includes determining the increase in income generation so that all 

business unit activities can be carried out effectively (Adan and Keiyoro 2017). The staff 

are also involved in making decisions about income-generating activities or projects, so 
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creative and innovative ideas are needed (Adan and Keiyoro 2017; Groen et al. 2017; 

Nyamwega 2016). The staff’s role in commitment and motivation can provide strong sup-

port for income-generating performance. Staff commitment and the motivation of man-

agers are shown, among others, through efforts to contribute thoughts and energy and 

make the right decisions (Iravo 2014; Miranda and Celestino 2016; Kipkoech 2018). 

Staff’s awareness of all income-generating activities can also improve organizational 

performance (Chang et al. 2021). Self-awareness is an extension of the self, reflecting how 

an individual understands and evaluates himself in his work (Arqawi et al. 2018; 

Rigolizzo and Zhu 2020). With the help of self-awareness, one is empowered to make 

changes, build strengths, and identify places to improve (Chang et al. 2021; Rigolizzo and 

Zhu 2020). Furthermore, top management support related to income-generating manage-

ment mediates the staff’s participation (Lunani 2014) and awareness (Liu and Gao 2021).  

This research provides theoretical and practical contributions. The theoretical contri-

bution is to contribute knowledge related to the independence of university education 

funding from the central government. Universities can also survive with other funding 

sources, which are managed using the principle of educational autonomy. The existence 

of higher education institutions is good when they can optimally collect additional income 

for the welfare of the institution, academic community, and society. Its practical contribu-

tion is to provide an overview of the practice of identifying and classifying additional 

funding originating from the educational autonomy policy. The government must also 

continue to share income, considering that it is the government’s obligation following the 

1945 Constitution that the state educates the nation’s life. 

Furthermore, this study aims to analyze the influence of determinant factors influ-

encing university income-generating performance. This study reveals the direct and indi-

rect effects of staff awareness, staff participation, and top management support on in-

come-generating performance. The novelty of this study is in the staff awareness variable, 

which is the moderating variable. It is based on recommendations from the research re-

sults of Adan and Keiyoro (2017). Staff awareness is a driver of policy success and income-

generating performance. The study comprehensively explains the interrelationships 

among those variables. 

2. Literature Review and Research Hypotheses Development 

2.1. Resources Dependence Theory 

The income-generating university is an application of the Resources Dependence 

Theory (RDT), explaining the behavior of institutions to carry out business initiatives as 

additional income. RDT is applied to describe institutional behavior in developing busi-

ness ventures for extra income so that institutions can survive in meeting budgetary 

needs. The characteristics of the Resources Dependence Theory are needed to determine 

the resources, financial, infrastructure, and information needs of an environment that de-

pends on external resources. One of the postulates in this theory is that organizations de-

pend on external resources, resulting in inadequate control over the external environment, 

which can interfere with achieving organizational goals (Hillman et al. 2009). Additional 

income to improve the quality of education can be achieved with several public financing 

techniques. One is the gradual decline of public financing techniques so that universities 

experience sufficient funding. Therefore, in the end, it threatens the organization’s exist-

ence. 

The most important note in this theory is the effectiveness related to the proactive 

management of a competitive external environment to support its efforts to earn income 

(Pautz 2014). So far, RDT has been applied to explain how organizations can reduce de-

pendency and uncertainty in their organizational environment. It is necessary to under-

stand organizational behavior in the organizational environment. Organizations reduce 

the external influence and increase the power of the organization itself (Aldrich 1976). 

Organizational actions, such as forming interlocks, alliances, joint ventures, and mergers 
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and acquisitions, are performed to overcome dependency and improve organizational au-

tonomy and legitimacy. At the same time, resource dependence theory is one of many 

organizational theories that characterize organizational behavior. 

2.2. Staff Awareness 

Staff awareness in carrying out activities properly and correctly according to prede-

termined goals is a form of involvement in successfully implementing income generation. 

Various types of individual personality and environmental conditions can shape aware-

ness to action. As with RDT, environmental information can determine personal aware-

ness. Awareness refers to a person’s conscious experience of the content of thoughts, in-

cluding their breadth and clarity (Mikulas 2011). Brown and Ryan (2003) suggest that 

awareness is the background of the awareness “radar,” by which they continuously mon-

itor the external and internal environment. A person may be aware of a stimulus without 

being the center of attention. 

Staff awareness influences performance. Awareness enables individuals to be more 

receptive to the development of their environment, enabling them to respond effectively 

to challenges and changing situations (Dane 2011; Salvato 2009; Weick and Sutcliffe 2006). 

Awareness of any practice or phenomenon is vital as it leads to proper implementation 

and facilitation. When employees are aware of their environmental work practices, they 

will use innovative work practices, ultimately affecting the performance of individuals 

and the organization (Garg and Lal 2015). Furthermore, Garg and Lal (2015) state that 

awareness of practice reduces the fear of uncertainty and concern about changes occurring 

in an organization.  

An aware staff is relatively easier to adapt to new practices than unaware employees. 

One form of the new practice in universities is implementing income generation. Every 

work unit at the university has the opportunity to generate income. In this case, increasing 

revenue is one aspect of improving the organization’s overall performance. Staff who have 

an awareness of collecting all income-generating activities will have an impact on improv-

ing performance. The innovative practices implemented in each program reflect staff 

awareness. Staff with a high level of awareness can also deal with any policy changes in 

the organization. Management awareness is essential to survive in a constantly changing 

environment and have high competitiveness. 

2.3. Staff Participation 

Participation that encourages staff involvement in decision-making will impact im-

proving performance. In income-generating universities, a staff of work units with a high 

participation level will encourage more effective decision-making. In this case, the staff 

can provide innovative ideas or ideas to increase income generation. When the work unit 

staff makes decisions, they will feel motivated to work and be responsible for improving 

their performance, which is partially comprised of increasing income. 

Staff participation is a process by which staff can take control over their work and 

conditions by devoting involvement to making decisions regarding their work (Strauss 

2006). In the process, employees share decision-making power regarding their duties with 

their superiors (Khalid and Nawab 2018). Participation can be informal, formal, consulta-

tive, delegative, direct, or indirect. Moreover, van der Westhuizen et al. (2012) define staff 

participation as the totality of direct (personal or with the owner) or indirect (through 

owner’s representation) forms in which individuals or groups guarantee their interests or 

contribute to the decision-making process. Each work practice’s form of staff participation 

is examined (Khalid and Nawab 2018). It consists of the capacity to influence the design 

or change in organizational systems in which employees are involved and may also con-

sult on broad and long-term organizational issues. These forms of participation affect em-

ployee retention, organizational productivity, and efficiency (Bhatti and Nawab 2011). 



Int. J. Financial Stud. 2023, 11, x FOR PEER REVIEW 5 of 18 
 

 

Based on the concept of staff participation, Tchapchet et al. (2014) revealed that there 

are several benefits for employees and managers, including (1) making employees partic-

ipate in decision-making is an acknowledgment of the vital role that employees play in an 

organization and also a recognition of their economic rights; (2) involving employees in 

decision-making is a form of the democratic principle in the workplace where employees 

can have more significant influence in decisions that will affect their lives at work; (3) 

involving employees in decision-making will help to reduce retention, absenteeism, the 

number of complaints, and it will result in a more cooperative relationship between the 

management and workforce.  

Participation that encourages employee involvement in decision-making will impact 

improving performance. In income-generating universities, managers of work units with 

a high participation level will encourage more effective decision-making. In this case, the 

manager can provide innovative ideas or ideas to increase income generation. When the 

work unit manager makes decisions, they will feel motivated to work and be responsible 

for improving their performance, which is partially composed of increasing income. 

2.4. Top Management Support 

The higher education autonomy policy provided by the government provides flexi-

bility to manage existing resources optimally. A derivative regulation is needed to imple-

ment this autonomy successfully, which forms the basis for the legality of the implemen-

tation of activities. Central leadership support in the form of the legality of the Rector’s 

policy or the Rector’s regulations which provide guidelines for resource management, 

plays a significant role in achieving the planned income-generating target. 

The research show that top management support is one of the essential factors in 

driving a project’s success (Ahmed and Azmi bin Mohamed 2017). Leadership policy is 

one form of top management support that can affect the implementation of income gen-

eration. A policy will continuously evolve, from distributing or mentioning income or 

benefits from different income-generating activities or projects to various stakeholders or 

university entities (Kiamba 2004). Grizzle and Pettijohn (2002) state that the policy of im-

plementing income generation is a dynamic process in the interaction of many factors. 

Four factors that play a role in implementing a public policy are communication, re-

sources, disposition or attitude, and bureaucratic structure (Siswanto et al. 2013).  

Top management support is one of the practical control tools in implementing in-

come-generating activities for each work unit. Thus, the policy can be a factor in encour-

aging increased income generation. Top management support policies can be a mediating 

factor for staff awareness and participation to increase income-generating performance. 

Staff with high awareness and participation will devote all efforts to encouraging good 

performance. Involvement in decision-making related to income-generating implementa-

tion can create good income-generating policies, encouraging increased income genera-

tion. 

Based on those as mentioned earlier, the hypotheses and theoretical framework de-

veloped as follows (Figure 1): 

Hypothesis 1 (H1). Staff awareness influences income-generating performance. 

Hypothesis 2 (H2). Staff participation influences income-generating performance. 

Hypothesis 3 (H3). Staff awareness influences top management support. 

Hypothesis 4 (H4). Staff participation influences top management support. 

Hypothesis 5 (H5). Top management support influences income-generating performance. 
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Hypothesis 6 (H6). Staff awareness has an influence on income-generating performance through 

top management support. 

Hypothesis 7 (H7). Staff participation influences income-generating performance through top 

management support. 

 

Figure 1. The theoretical framework. Notes: Research framework (sources: formulated by researchers) 

3. Methods 

3.1. Research Design 

This quantitative research emphasizes the analysis of numerical data or numbers 

obtained by statistical methods and is carried out in inferential research to test hypotheses. 

Further, the study can obtain the significance of the relationship between the variables. 

The procedure of this research is first to determine the central theme or problem 

management related to the implementation of income generation in each unit, faculty, and 

study program. At this stage, the researchers performed analysis by a search for sources 

in the literature and observations in units. Furthermore, they analyzed the internal control 

of income-generating implementation by reviewing international journal articles and 

making research instruments. After that, data processing became the next step before hav-

ing the discussions to obtain recommendations and outputs. The recommendations have 

been the material for evaluating the implementation of the income-generating program. 

3.2. Population and Research Sample 

One of the research topics in the social humanities field in the strategic plan of Uni-

versitas Negeri Semarang is the socio-economic field. In this research, the socio-economic 

field studied regards the addition of income (income generation). Through the flexibility 

of financial management, universities are incentivized to generate income through the 

services provided and the use of physical and non-physical assets. University perfor-

mance measures from a financial perspective are of great importance, following the cus-

tomer perspectives. Therefore, university income is exciting to study because it is very 

diverse.  

The population of this study is staff in charge of activities that generate income. Based 

on the income-generating data at the university, there are 154 staff in eighteen work units. 

Using the Slovin formula (Slovin 1960), the number of samples obtained is 111, with a 

degree of leniency of 5%. The random sampling technique produces the samples.  

𝑛 =
𝑁

1 + 𝑁(𝑒)2
  

𝑛 =
154

1 + 154 (0.05)2
= 111.19 = 111  

3.3. Research Variables 

The research variables consist of the dependent variable, the mediating variable, and 

the independent variable. Income-generating performance is the dependent variable, staff 



Int. J. Financial Stud. 2023, 11, x FOR PEER REVIEW 7 of 18 
 

 

participation and awareness are independent variables, and top management support is 

a mediating variable. Income generating is the performance shown by the results of the 

mechanism of all activities generating income. The research instrument was developed 

using income-generating performance indicators: accountability, profitability, transpar-

ency, and competitiveness (Towett et al. 2019). The instrument is divided into several 

parts using a Likert scale of 1–5 to assess respondents’ responses. 

Staff awareness is an extension of self, reflecting how an individual understands and 

evaluates his work. The staff awareness indicators are self-values and moral sense (Chang 

et al. 2021). Furthermore, staff participation is the role of the staff involved in the imple-

mentation of income generation with indicators of work motivation and commitment 

(Adan and Keiyoro 2017). The research instrument uses a Likert scale of 1–5 to assess re-

spondents’ responses.  

Top management support is the Rector’s policy support for implementing income- 

generation. Top management support indicators provide resources, structural arrange-

ments, communication, expertise, authority, and power. Instrument development using 

top management support research instruments (Ahmed and Azmi bin Mohamed 2017a) 

with a Likert scale of 1–5.  

3.4. Data Collection and Analysis Methods 

The data collection methods used are questionnaires and documentation. Question-

naires explore income-generating performance, staff awareness, staff participation, and 

top management support, while documentation is a tool to obtain data on the number of 

staff. This study uses statistical analysis to answer research questions and test hypotheses 

by analyzing and testing empirical models.  

The next step is testing the research hypothesis using structural equation modeling 

(SEM) with the WarpPLS approach. Structural equation modeling–partial least squares 

(SEM–PLS) was utilized to test the hypothesis. SEM–PLS works by measuring path rela-

tionships together to check problem statistics. SEM–PLS also tends to address the problem 

of data distribution and multicollinearity. SEM–PLS is also suitable for this study because 

it requires minimal data assumptions and relatively small data and sample requirements 

(Pratolo et al. 2020). These research questions test the relationship between variables ra-

ther than fitting the research model, which is another reason SEM–PLS is more suitable 

than covariance-based SEM. 

Using the structural analysis model, this study tries to explain the relationship and 

interdependence of research variables. This model is an alternative for situations where 

the theoretical basis for the design is weak and some indicators do not meet the reflective 

measurement model, so it is formative. SEM–PLS is a powerful analytical method because 

it does not require many assumptions and the sample size can be small or large. Addi-

tionally, being able to be used as a confirmation of theory (hypothesis testing), SEM–PLS 

can build relationships for which there is no theoretical basis or for testing propositions. 

4. Results and Discussion  

4.1. Results 

4.1.1. Measurement Model 

The validity and reliability of the research questionnaire are necessary before testing 

the hypotheses. The study conducted a convergent and discriminant validity test on the 

research instrument. Convergent validity is part of the measurement model, usually re-

ferred to as the outer model in SEM–PLS. The researchers used the criteria to determine 

whether the questionnaire was valid when referring to the loading factor being more than 

0.05. 

The results of the study show that each indicator of staff awareness (SA), staff partic-

ipation (SP), top management support (TMS), and income-generating performance (IGP) 

has a loading factor that is more than 0.05, and each is significant (p < 0.001). Discriminant 
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validity is fulfilled if the average variance extracted (AVE) from the extracted average 

variation must be higher than the correlation involving the latent variable. The results for 

AVE show 0.599, 0.762, 0.691, and 0.732. These results indicate that the question items 

given to the respondents are valid and can be used to measure the constructs of the study. 

The reliability test also shows Cronbach’s alpha > 0.7 and composite reliability > 0.8. The 

loading factor of SA, SP, TMS, and IGP Cronbach’s alpha result show 0.916, 0.728, 0.963, 

and 0.72. The result of composite reliabilities for SA, SP, TMS, and IGP are 0.930, 0.865, 

0.967, and 0.974. These results explain that the question items on the research variables 

consistently measure each variable or are reliable and can be used. The tests on the outer 

model show that the construct meets validity and reliability. Tables 1 and 2 below present 

the test results. The other measure for discriminant validity is Heterotrait–monotrait 

(HTMT) ratio of correlation. Moreover, Table 3 shows the value of HTMT is below 0.85, 

which means that the research model meets the discriminant validity assessment. The 

HTMT’s output is calculated using the formula as in Henseler et al. (2015). 

Table 1. Outer Model Results. 

Construct AVE Cronbach’s Alpha Composite Reliability 

Staff Awareness 0.599 0.916 0.930 

Staff Participation  0.762 0.728 0.865 

Top Management Support 0.691 0.963 0.967 

Income-Generating Performance 0.732 0.972 0.967 

Table 2. Fornell–Larcker. 

 Staff Awareness Staff Participation 
Top Management 

Support 

Income-Generating 

Performance 

Staff Awareness 0.774    

Staff Participation 0.066 0.873   

Top Management 

Support 
0.764 −0.084 0.832  

Income-Generating 

Performance 
0.595 −0.086 0.785 0.855 

Table 3. HTMT Results. 

 Staff Awareness Staff Participation 
Top Management 

Support 

Income-Generating 

Performance 

Staff Awareness -    

Staff Participation 0.138 -   

Top Management 

Support 
0.820 0.119 -  

Income-Generating 

Performance 
0.812 0.162 0.633 - 

4.1.2. Hypotheses Testing 

This study uses full collinearity to address the common method bias. The Average 

full collinearity VIF (AFVIF) is 2.617, which is accepted because the score is ≤ 5. The criteria 

are accepted if AVIF ≤ 5. This study implements structural equation modeling with Warp-

PLS to analyze the research hypotheses. In summary, the Fit and Quality Indices model is 

presented in Table 4. 

Table 4. Results of Fit Test and Quality Indices. 

No Model Fit and Quality Indices Fit Criteria Results Notes 
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1. Average Path Coefficient (APC) p = 0.002 
0.335 

p < 0.001 
Accepted 

2. Average R-squared (ARS) p < 0.001 
0.624 

p < 0.001 
Accepted 

3. 
Average adjusted  

R-squared (AARS) 
p < 0.001 

0.616 

p < 0.001 
Accepted 

4. Average block VIF (AVIF) 
Accepted if ≤ 5,  

ideally ≤  3.3 
1.629 Ideal 

5. 
Average full collinearity  

VIF (AFVIF) 

Accepted if ≤ 5,  

ideally ≤  3.3 
2.617 Accepted 

6. Tenenhaus GoF (GoF) 

small ≥ 0.1, 

medium ≥ 0.25,  

large ≥ 0.36 

0.722 Large, Accepted 

7. Sympson’s Paradox Ratio (SPR) 
Accepted if ≥ 0.7,  

ideally = 1 
1.000 Accepted 

8. R-squared Contribution Ratio (RSCR) 
Accepted if ≥ 0.9,  

ideally = 1 
1.000 Accepted 

9. Statistical Suppression Ratio (SSR) Accepted if ≥ 0.7 1.000 Accepted 

10. 
Nonlinear Bivariate Causality Direction Ra-

tio (NLBCDR) 
Accepted if ≥ 0.7 1.000 Accepted 

The study used structural equation modeling (SEM) with the WarpPLS approach to 

analyze the research hypotheses. Model Fit and Quality Indices indicators include Aver-

age Path Coefficient (APC), Average R-squared (ARS), Average Variance Inflation Factor 

(AVIF), Average full collinearity VIF (AFVIF), Tenenhaus GoF (GoF), Sympson’s Paradox 

Ratio (SPR), R-Squared Contribution Ratio (RSCR), Statistical Suppression Ratio (SSR), 

and Nonlinear Bivariate Causality Direction Ratio (NLBCDR). 

The output results of Table 5 show that the indicator value of APC = 0.355, ARS = 

0.624, and AARS = 0.616. The three indicators were significant at p < 0.001, far from the 

criteria for p < 0.05, so all of them fulfilled the good criteria. The indicators AVIF = 1.629 

and AFVIF = 2.617 are ideal and accepted because they are far below 5, so there is no 

multicollinearity between the independent variables. The GoF value, which measures the 

model’s explanatory power of 0.722, is included in the ideal criteria. The SPR, RSCR, SSR, 

and NLBCDR indicators are worth 1.000, so they meet the ideal criteria. The conclusion is 

that the model from this study fits with the data so that it can continue to the next test. 

The following is an image of the research model and the results obtained based on data 

processing using the WarpPLS 6.0 program (Table 6). 

Hypothesis testing in WarpPLS analysis using t-test. The decision rule for hypothesis 

testing is as follows: if the p-value is 0.10 (alpha 10%), it is weakly significant. If the p-

value of 0.05 (alpha 5%) is significant, and if the p-value is 0.01 (alpha 1%), it is highly 

significant. Based on data processing, the output path coefficients and p-values are ob-

tained in Tables 5 and 6 below. 
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Table 5. Hypotheses Testing Results (Direct Effect). 

Hypothesis 
Relationship between Variables Path 

Coeff. 
p-Values Notes 

Explanatory Variable > Responded Variable 

H1 Staff Awareness (SA) > 
Income-Generating Performance 

(IGP) 
−0.01 0.46 Rejected 

H2 Staff Participation (SP) > 
Income-Generating Performance 

(IGP) 
−0.09 0.17 Rejected 

H3 Staff Awareness (SA) > Top Management Support (TMS) 0.77 <0.01 Accepted 

H4 Staff Participation (SP) > Top Management Support (TMS) −0.13 0.10 Rejected 

H5 
Top Management 

Support (TMS) 
> 

Income-Generating Performance 

(IGP) 
0.77 <0.01 Accepted 

The test results in Table 5 show that the path coefficient of staff awareness to income-

generating performance is −0.01, p-value 0.46 or > 0.05. This means that there is no effect 

of staff awareness on income-generating performance. The path coefficient of staff partic-

ipation to income-generating performance is −0.09 with p-values of 0.17 or > 0.05, which 

means that staff participation does not affect income-generating performance. Further-

more, the path coefficient of staff awareness of top management support has a value of 

0.77 with p-values < 0.01 or < 0.05, which means that staff awareness influences top man-

agement support (highly significant). The coefficient of the path of staff participation to 

top management support is −0.13 with p-values of 0.10 or > 0.05. This means that the par-

ticipation of staff does not affect top management support. Then, the path coefficient on 

top management support to income-generating performance shows a value of 0.77 with 

p-values of <0.01 or <0.05, so that top management support influences income-generating 

performance (highly significant). The conclusion is that H1, H2, and H4 are rejected, while 

H3 and H5 are accepted. 

Table 6. Hypothesis Testing Results (Indirect Effect). 

Hypothesis 

Relationship between variables 

Path Coeff. p-Values Notes Explanatory 

Variable 
> 

Intervening 

Variable 
> 

Response 

Variable 

H6 
Staff Awareness 

(SA) 
> 

Top Management 

Support (TMS) 
> 

Income-

Generating 

Performance 

(IGP) 

0.595 <0.01 Accepted 

H7 
Staff Participation 

(SP) 
> 

Top Management 

Support (TMS) 
> 

Income-

Generating 

Performance 

(IGP) 

−0.094 0.078 Rejected 

The results of the indirect effect in Table 6 show that the path coefficient of the influ-

ence of staff awareness on income-generating performance through top management sup-

port shows a value of 0.595 with p-values <0.01 or <0.05. Top management support can 

mediate the effect of staff awareness on income-generating performance. Therefore, H6 is 

accepted. Furthermore, the effect of staff participation on income-generating performance 

through top management shows a coefficient value of −0.094 with p-values of 0.078 or > 

0.05. This means that top management support cannot mediate the effect of staff partici-

pation on income-generating performance. Therefore, H7 is rejected. (Figure 2) 
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Figure 2. Relationship between Staff Awareness, Staff Participation, Top Management Support, and 

Income-Generating Performance. Notes: This Figure is output from Warppls 7.0 which reports that 

the hypothesis will be accepted if the coefficient value is positive and has a p-value below 0.05. 

4.2. Discussion 

A legal entity university generates income and increases its income-generating ca-

pacity. Additional income can ease the burden on universities for various program ex-

penditures or functions. This is not exactly considered government participation because 

of the sharing of funding between the government and universities. The income generated 

will significantly help increase the resources available to universities. 

Problems in higher education institutions related to regulations, management, lead-

ership, and organizational management can be solved by institutional theory (Cai and 

Mehari 2015). Furthermore, Kezar and Sam (2013) stated that faculty members and leaders 

have an essential role in influencing the institutionalization process in higher education. 

In line with this, the respondents in this study are faculty members and leaders who are 

members of the income-generating management work unit, which is used to determine 

the influence of staff awareness, staff participation, and top management support on in-

come-generating performance in universities, either directly or indirectly. 

4.2.1. Staff Awareness Influences on Income-Generating Performance  

Awareness is the individual’s ability to make contact with his environment and him-

self (through his five senses) and restrict his environment and himself (through attention). 

Staff awareness in activities is a condition in which staff focuses on the initiative, seeks, 

and can select the stimuli the leadership provides. In the context of employees in a higher 

education environment with many standard operating procedures, an employee tends to 

feel in a comfort zone. Hence, the level of awareness could be higher. 

This study has lessened the effect of staff awareness on income-generating perfor-

mance. Staff who are aware of work practices in their environment tend to use innovative 

work practices (Garg and Lal 2015). One form of innovative practice in higher education 

institutions is income-generating activities so that all staff can generate income, which 

then impacts increasing income-generating performance. However, even though staff or 

employees are aware of implementing innovative practices in their work by generating 

income, they have yet to be able to improve income-generating performance directly. Staff 

need to be part of the income-generating policymakers to impact income-generating per-

formance. 
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4.2.2. Staff Participation Influences on Income-Generating Performance 

Staff participation in an agency plays a significant role in the decision-making pro-

cess. Employees are granted the opportunity to influence management decisions and can 

contribute to improving the performance of their organization. However, in carrying out 

their activities, there are many conditions when they are reluctant to convey their creative 

ideas. They can be passive, so they cannot provide changes in organizational performance. 

The study results indicate that staff participation cannot affect income-generating 

performance. Uribetxebarria et al. (2021) revealed that the productivity of the organiza-

tion’s staff reflects the performance of an organization, then staff participation does not 

have a positive effect on organizational performance but has a negative effect. That is, a 

higher staff participation in the organization indicates the low productivity of staff, or it 

means that the higher productivity of staff has a relationship with the low participation 

of staff. Assume staff with high productivity can produce many innovations regarding 

income-generating activities (ceteris paribus), thus causing a high work intensity. This 

makes staff focus only on work rather than caring about their participation in the organi-

zation for more than just using staff productivity in measuring income-generating perfor-

mance. This is more complex, i.e., accountability, profitability, transparency, and compet-

itiveness.  

This research allows staff who do not have direct job notes in income-generating ac-

tivities to assess that staff do not require participation. However, each staff member has 

an essential role in overcoming external pressure, strengthening the organization from 

within, and making organizational change through institutional entrepreneurship and 

work (van der Westhuizen et al. 2012). Furthermore, staff participation is the key to suc-

cessfully implementing quality management (Lam et al. 2015). 

4.2.3. Staff Awareness Influences Top Management Support 

Employee awareness reflected in action determines the role of the chancellor in real-

izing various kinds of income-generating implementation policies. The initial principle 

built is that individuals focus on non-material factors and are only normative. In this prin-

ciple, the element of forming awareness enables more than an approach to the element of 

obligation so that several components can be considered, including the value system be-

lieved by the individual, perspective or attitude, and behavior. 

Ritter (2006) states that one of the first stages in making ethical decisions is a person’s 

moral awareness; for example, they may perform actions based on ethical principles. Staff 

awareness of their actions can influence top management in making ethical decisions. This 

is because attention from natural awareness has a positive relationship with self-leader-

ship and organizational transformation leadership to expand leadership knowledge about 

ethical decision-making models (King and Haar 2017; Small and Lew 2019). Ruedy and 

Schweitzer (2010) state that many unethical decisions stem from a lack of worker aware-

ness. Staff who are aware of how their work experiences impact ethical decision-making 

and staff with high awareness tend to make more ethical decisions (uphold ethical stand-

ards) than staff with low awareness. Thus, staff who have high awareness are less likely 

to commit fraud. 

4.2.4. Staff Participation Influences Top Management Support 

Employee involvement plays a role in realizing the success of a program. Participa-

tion can increase motivation because employees feel more accepted and involved in every 

activity in the agency. Self-esteem, job satisfaction, and cooperation with leaders can also 

automatically increase, and vice versa. According to employee motivation, they cannot 

give their best performance. As with the implementation of income-generating as a form 

of educational autonomy policy, employee involvement is the main driving force for 

higher education performance. However, much of their involvement is so low that they 

cannot contribute to the leadership. 
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The results show staff need to contribute to top management decisions about income-

generating policies. The task of the income-generating staff at the university is to ensure 

that the management of income-generating follows the standard operating procedure 

(SOP). It is possible to make all broad decisions and long-term to be the responsibility of 

certain management levels and external parties of the university. Huy (2001) and Daft 

(2010) state that middle management is responsible for the central business units and de-

partments setting, planning, and implementing goals that align with top management’s 

goals. This study involves all staff receiving the value from management participation, so 

the study’s results have yet to show that management at all levels participates in making 

decisions. Staff with lower management levels (low management) may only have little 

participation or even no responsibility in making management decisions about income-

generating.  

The results of this study are inversely proportional to Irawanto’s (2015) statement 

that to ensure staff participation in decision-making, leaders need to permit all staff to 

express their opinions or interfere during decision-making. That way, staff participation 

can influence decision-making (Irawanto 2015). Furthermore, we must categorize each de-

cision requiring staff participation and involvement to increase staff participation. Staff 

participation can impact decision-making if there are variations in the decision (Olu-

watayo et al. 2017). If an organization does not identify which decisions require staff par-

ticipation, staff will respond to low participation or even have no participation. 

4.2.5. Top Management Support Influences on Income-Generating Performance 

Policies compiled by the central leadership (Rector) can massively affect the perfor-

mance of tertiary institutions. Rector policies such as regulations regarding the identifica-

tion of additional income, types of additional income, mechanisms for collecting addi-

tional income, and regulations regarding the amount of additional income that enters the 

Rector’s account can improve income-generating performance. This is in line with the re-

source-dependent theory, which explains that universities can identify funding sources to 

increase internal income. It reduces dependence on government funding so that universi-

ties can exist and significantly contribute to the academic community’s welfare and the 

better performance of higher education institutions and society. 

According to institutional theory, efforts to deal with internal and external pressures 

are to look to their peers before making strategic decisions (DiMaggio and Powell 1983). 

Additionally, resource dependence theory also explains the policies made by universities 

or strategic decisions related to income generation, namely by considering environmental 

conditions or other universities that have become legal entity universities through the role 

of top management. Institutional theory in Turner and Angulo (2018) becomes a pillar in 

top management for making high-risk decisions by offering robust predictions for con-

ducting studies on problems that exist in universities. More precisely, the theory tries to 

abandon some rules that require standardized testing.  

The top management has a vital role in organizational performance, for example, in-

come-generating activities. The implementation of strategic plans to achieve good organ-

izational performance is influenced by top management support (Li and Tobias 2022; Shil-

lingi 2017). Decision-making made by top management has a significant influence on the 

implementation of the strategic plan. When staff have low experience and leadership 

skills, organizational performance may decline. Furthermore, Li and Tobias (2022) em-

phasize that staff are leaders in all aspects of the company. Staff can manage, control, and 

evaluate all activities inside and outside the organization. Top management support and 

staff performance are two agents of internal change in an organization adopting a man-

agement innovation (Yu et al. 2022). Leaders who can carry out their role to support or-

ganizational members at work make staff tend to exert effort for successful project execu-

tion (de Bakker et al. 2010). 
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4.2.6. Top Management Mediate the Staff Awareness of Income-Generating Performance  

Staff awareness is not able to directly affect income-generating performance. How-

ever, top management support can mediate the relationship between both. King and Haar 

(2017) demonstrated that the relationship to organizational transformation leadership is 

best understood as a mediated process. There is a mutual relationship between staff who 

have awareness and top management in making decisions about income-generating. The 

first stage of producing ethical income-generating decisions requires the awareness of eth-

ical staff (Ritter 2006). 

Furthermore, Reb et al. (2014) found that attentive supervisors positively impacted 

the well-being and performance of their staff. Leadership provides greater clarity around 

the potential influence of work awareness on job performance (Dane and Brummel 2013). 

Therefore, staff with awareness must be kept from the leadership role. Leaders can in-

crease staff awareness at work, impacting staff welfare and performance and leading to 

organizational performance (Reb et al. 2014). Glomb et al. (2011) agree that staff awareness 

can improve various aspects, such as social relations, resilience, and staff performance.  

Staff or employees who are aware of managing income generation will influence in-

come-generating performance. Work awareness helps staff improve welfare in the work-

place as a factor of job satisfaction. Efforts that can be made to increase staff awareness at 

work can be made by carrying out awareness training that aims to reduce staff stress at 

work, increase job satisfaction, and improve their performance. Hyland et al. (2015) state 

that mindful workers can reduce stress, improve mental health, physical health, and cog-

nitive function, and improve performance and well-being. Staff with low-stress levels can 

increase their productivity. On the other hand, stressed staff can reduce their productivity 

by up to 53.2% (Safitri 2019), so organizational goals cannot be achieved. 

4.2.7. Top Management Support Mediate the Staff Participation in Income-Generating 

Performance  

The study’s results indicate that top management’s role has not been successful in 

mediating staff participation in income-generating performance. The result is in line with 

the findings of Oluwatayo et al. (2017): staff participation in making decisions on company 

performance does not have a significant effect. This is due to the assumption that staff 

involvement in decision-making, such as the implementation of work and organizational 

and operational activities, will result in poor company performance or result in low in-

come. The other results differ from Chukwuemeka’s (2020) study, which states that staff 

participation in decision-making has a significant positive effect on organizational perfor-

mance. This is because staff motivation needs to be formed in the organization. The low 

motivation of staff is because their existence has not been recognized by the leadership, as 

evidenced by the lack of critical organizational meetings involving staff. The other re-

search, Benn et al. (2015), revealed that staff participation would gradually increase staff 

engagement in the organization and impact organizational performance (Bailey et al. 

2017). Efforts to increase staff participation in the organization are to hold meetings be-

tween leaders and subordinates on essential issues every month or three months to stim-

ulate morale and increase self-motivation. The meeting serves as a medium for staff actu-

alization and the creation of a good feeling in staff for being recognized and valued in the 

organization (Chukwuemeka 2020). 

5. Conclusions 

Staff awareness cannot directly affect income-generating performance because staff 

who have awareness about work practices will form innovative work practices. However, 

these innovative work practices are not the primary determinant of income-generating 

performance because, in practice, income-generating requires a decision from superiors. 

Top management support can mediate the relationship between staff awareness and in-

come-generating performance. The results show that efforts to achieve income-generating 
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performance require a wise decision from top management support regarding income 

generating. The first step to making ethical decisions is the ethical awareness of staff so 

that the resulting decisions are ethical, especially regarding income generation. 

Furthermore, staff participation does not affect top management support because 

certain management levels carry out decisions about income generation, so the distribu-

tion of lower-level management positions does not yet have a maximum contribution in 

making decisions. This impacts the role of top management support, which cannot medi-

ate the relationship between staff participation and income-generating performance. In 

addition, efforts to increase staff participation can be made by categorizing each decision 

that requires staff participation and staff involvement.  

The theoretical implication of this research is to explain the existence of universities 

in maintaining and adjusting the funding autonomy policy from the government. Theo-

retically, this study explains that RDT can determine financial resources, infrastructure 

needs, and information from an environment that depends on external resources. Addi-

tional income to improve the quality of education can be attained through several public 

financing techniques that can contribute to agencies, academics, and society. This means 

that, by becoming a legal entity state university, tertiary institutions will not experience a 

shortage of funding. 

From a managerial implication point of view, the implementation of income-gener-

ating policies involves many parties, including staff and leaders, so it requires qualified 

human resource management. The staff can join some financial training based on the new 

regulation. Additionally, the university must give detailed socialization about the job de-

scription and responsibility when performing some income-generating activities. The en-

couragement and motivation of staff need to be performed to increase their performance 

and create awareness for achieving additional income targets. Stimulus in the form of pro-

motion or remuneration can improve income-generating performance. 

Furthermore, from the aspect of policy implications, the management of income gen-

eration can optimize existing internal policies. Internal policies include the Rector’s regu-

lations regarding the mechanism for collecting and determining income-generating rates. 

All of these policies can be implemented simultaneously by all units or faculties in tertiary 

institutions. This form of technical and tariff uniformity can facilitate income-generating 

implementation so that it can improve the income-generating performance of each unit or 

faculty. 

This study has several limitations: it only focuses on respondents at a specific man-

agement level, resulting in different perceptions about their participation in influencing 

top management support. Therefore, future research can be conducted on certain man-

agement levels; for example, middle-level management (a department). This research also 

only focuses on the implementation of income generation, which is an innovative work 

practice at Universitas Negeri Semarang. Finally, the research scale can be expanded and 

apply a focus group discussion among staff, the dean, and the heads of department to 

produce more comprehensive research. 
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Abstract: The policy of educational autonomy through legal entity state universities is a very in-
teresting issue. Universities have the authority to manage finances and collect additional income,
specifically generated income. Its successful implementation also provides more significant income to
everyone in the institution through greater incentives, thereby helping to improve the economic con-
ditions of staff, institutions, and all academics. This study examines the empirical evidence of factors
influencing university income-generating performance. This study presents the direct and indirect
effects of staff awareness, staff participation, and top management support on income-generating
performance. This research used a quantitative approach utilizing the structural equation model with
WarpPLS. A questionnaire-based survey collected 111 valid responses. Surveys were distributed to
the appointed persons in charge of each unit, faculty, and university. The results show that staff aware-
ness influences top management support. Top management support also affects income-generating
performance, so it impacts the role of top management support, which can mediate the influence
of managers’ awareness on income-generating performance. On the other hand, staff participa-
tion cannot influence top management support and income-generating performance. This means
that top management support cannot mediate the effect of staff participation on income-generating
performance.

Keywords: income-generating performance; staff awareness; staff participation; top management support

1. Introduction

Education plays an important role not only for individuals but also for society as a
whole. The importance of education and training in the economy has been recognized
worldwide, and countries are making great efforts to provide public funding for the
education sector. Education helps accelerate economic growth through the development of
knowledge and skills. Education is a fundamental pillar in one’s life. Achieving universal
education goals increases the overall need for investment in human resources. In recent
years, governments worldwide have spent significant resources investing in education.

In 1999, the government introduced a higher education autonomy policy, in which the
government provides support and autonomous rights to achieve the university’s vision and
mission as a higher education provider. The government determines whether universities
that meet specific requirements may become legal status state-owned entities, education
legal entities, public service agencies, and public universities with legal entities.

Universitas Negeri Semarang is one of the universities moving from a public service
agency to a public university with legal entity status. This stipulation is outlined in govern-
ment regulation of the Republic of Indonesia number 36 of 2022 concerning state higher
education institutions’ legal entities. The educational autonomy policy impacts education
funding from the government to universities. The involvement of the government becomes
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less because of this autonomy. Universities must be able to increase the amount of funding
from the higher education autonomy policy. Therefore, it is necessary to explore sources of
funds that come not only from educational funding but also from other income-generating
sources.

Education financing has been a joint partnership between the government and other
development partners. Resource dependence theory postulates the behavior of public
institutions to start business ventures for additional income. It also describes the behavior
of educational institutions to create business ventures as a complement to ensuring their
survival. In line with this theory, a university needs tertiary institutions to fulfill the needs
of financial, physical, and informational resources.

In general, Universitas Negeri Semarang has two income categories: income received
from academic and non-academic aspects. The income from the academic aspect is the
Single Tuition Fee (STF). In contrast, non-academic income consists of program grants, fees
for conducting national and international seminars and workshops, room service providers
for celebrations, laboratory rent, canteen, food court, room rental, and journal management
incentives (Mahmud et al. 2022). Income from academic or educational services (STF)
has an already established intercept number because the amount of student STF is visible
with relatively straightforward calculations. The STF amount for each batch is relatively
straightforward; just waiting for payment time. This is different from the nature of non-
academic or educational income. The characteristic of non-academic or educational service
income has an intercept value (in the regression line) of IDR 0 at the beginning of each
year. Increasing income by IDR 1 Billion from the previous year’s realization is not easy
because it always starts with IDR 0. If the previous year’s realization is IDR 50 M (for
example), then increasing IDR 1 Billion to IDR 51 Billion does not mean “only” adding IDR
1 Billion, instead meaning that the income-generating performance target is IDR 51 Billion.
The university is still trying hard to be able to increase the income-generating intercept of
each unit. Moreover, to realize the IDR 51 Billion target, it is necessary to have sustainable
business units and non-academic service units to increase the intercepted number. The
form of work unit participation is directed at the emergence of practical ideas from each
work unit which becomes a strong ambition for the work unit to realize. The university
can clearly manage and describe the income potential if it has formed going-concern
business units.

The observations in each unit show that there are still several obstacles, including the
staff’s lack of transparency about the number of funds obtained and reported. Furthermore,
the staff carries out activities that have yet to reach the set targets. Extracting additional
income still needs attention because the sustainability of the education process depends on
the number of funds that can be used for development. The following research resulted in
findings that the problems were caused by unaccountability, unprofessional management,
not being transparent, and non-compliance with the policies set by the university (Siswanto
et al. 2013).

The study of the implementation of income-generating performance is fascinating
because the higher education policy in Indonesia directs tertiary institutions to become
public universities with legal entity status. This means that there is independence for higher
education institutions to seek other sources in addition to funding from the government.
Several factors that influence the implementation of additional income include staff par-
ticipation (Nyamwega 2016; Adan and Keiyoro 2017; Groen et al. 2017), staff awareness
(Arqawi et al. 2018; Rigolizzo and Zhu 2020; Chang et al. 2021), and top management or
leadership policies (Lunani 2014; Liu and Gao 2021).

Staff participation includes determining the increase in income generation so that all
business unit activities can be carried out effectively (Adan and Keiyoro 2017). The staff are
also involved in making decisions about income-generating activities or projects, so creative
and innovative ideas are needed (Adan and Keiyoro 2017; Groen et al. 2017; Nyamwega
2016). The staff’s role in commitment and motivation can provide strong support for
income-generating performance. Staff commitment and the motivation of managers are
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shown, among others, through efforts to contribute thoughts and energy and make the
right decisions (Iravo 2014; Miranda and Celestino 2016; Kipkoech 2018).

Staff’s awareness of all income-generating activities can also improve organizational
performance (Chang et al. 2021). Self-awareness is an extension of the self, reflecting how
an individual understands and evaluates himself in his work (Arqawi et al. 2018; Rigolizzo
and Zhu 2020). With the help of self-awareness, one is empowered to make changes,
build strengths, and identify places to improve (Chang et al. 2021; Rigolizzo and Zhu
2020). Furthermore, top management support related to income-generating management
mediates the staff’s participation (Lunani 2014) and awareness (Liu and Gao 2021).

This research provides theoretical and practical contributions. The theoretical con-
tribution is to contribute knowledge related to the independence of university education
funding from the central government. Universities can also survive with other funding
sources, which are managed using the principle of educational autonomy. The existence of
higher education institutions is good when they can optimally collect additional income for
the welfare of the institution, academic community, and society. Its practical contribution is
to provide an overview of the practice of identifying and classifying additional funding
originating from the educational autonomy policy. The government must also continue
to share income, considering that it is the government’s obligation following the 1945
Constitution that the state educates the nation’s life.

Furthermore, this study aims to analyze the influence of determinant factors influenc-
ing university income-generating performance. This study reveals the direct and indirect
effects of staff awareness, staff participation, and top management support on income-
generating performance. The novelty of this study is in the staff awareness variable, which
is the moderating variable. It is based on recommendations from the research results
of Adan and Keiyoro (2017). Staff awareness is a driver of policy success and income-
generating performance. The study comprehensively explains the interrelationships among
those variables.

2. Literature Review and Research Hypotheses Development
2.1. Resources Dependence Theory

The income-generating university is an application of the Resources Dependence
Theory (RDT), explaining the behavior of institutions to carry out business initiatives
as additional income. RDT is applied to describe institutional behavior in developing
business ventures for extra income so that institutions can survive in meeting budgetary
needs. The characteristics of the Resources Dependence Theory are needed to determine the
resources, financial, infrastructure, and information needs of an environment that depends
on external resources. One of the postulates in this theory is that organizations depend on
external resources, resulting in inadequate control over the external environment, which
can interfere with achieving organizational goals (Hillman et al. 2009). Additional income to
improve the quality of education can be achieved with several public financing techniques.
One is the gradual decline of public financing techniques so that universities experience
sufficient funding. Therefore, in the end, it threatens the organization’s existence.

The most important note in this theory is the effectiveness related to the proactive man-
agement of a competitive external environment to support its efforts to earn income (Pautz
2014). So far, RDT has been applied to explain how organizations can reduce dependency
and uncertainty in their organizational environment. It is necessary to understand organi-
zational behavior in the organizational environment. Organizations reduce the external
influence and increase the power of the organization itself (Aldrich 1976). Organizational
actions, such as forming interlocks, alliances, joint ventures, and mergers and acquisitions,
are performed to overcome dependency and improve organizational autonomy and legiti-
macy. At the same time, resource dependence theory is one of many organizational theories
that characterize organizational behavior.
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2.2. Staff Awareness

Staff awareness in carrying out activities properly and correctly according to prede-
termined goals is a form of involvement in successfully implementing income generation.
Various types of individual personality and environmental conditions can shape awareness
to action. As with RDT, environmental information can determine personal awareness.
Awareness refers to a person’s conscious experience of the content of thoughts, including
their breadth and clarity (Mikulas 2011). Brown and Ryan (2003) suggest that awareness is
the background of the awareness “radar,” by which they continuously monitor the external
and internal environment. A person may be aware of a stimulus without being the center
of attention.

Staff awareness influences performance. Awareness enables individuals to be more
receptive to the development of their environment, enabling them to respond effectively
to challenges and changing situations (Dane 2011; Salvato 2009; Weick and Sutcliffe 2006).
Awareness of any practice or phenomenon is vital as it leads to proper implementation
and facilitation. When employees are aware of their environmental work practices, they
will use innovative work practices, ultimately affecting the performance of individuals
and the organization (Garg and Lal 2015). Furthermore, Garg and Lal (2015) state that
awareness of practice reduces the fear of uncertainty and concern about changes occurring
in an organization.

An aware staff is relatively easier to adapt to new practices than unaware employees.
One form of the new practice in universities is implementing income generation. Every
work unit at the university has the opportunity to generate income. In this case, increasing
revenue is one aspect of improving the organization’s overall performance. Staff who
have an awareness of collecting all income-generating activities will have an impact on
improving performance. The innovative practices implemented in each program reflect
staff awareness. Staff with a high level of awareness can also deal with any policy changes
in the organization. Management awareness is essential to survive in a constantly changing
environment and have high competitiveness.

2.3. Staff Participation

Participation that encourages staff involvement in decision-making will impact im-
proving performance. In income-generating universities, a staff of work units with a high
participation level will encourage more effective decision-making. In this case, the staff can
provide innovative ideas or ideas to increase income generation. When the work unit staff
makes decisions, they will feel motivated to work and be responsible for improving their
performance, which is partially comprised of increasing income.

Staff participation is a process by which staff can take control over their work and
conditions by devoting involvement to making decisions regarding their work (Strauss
2006). In the process, employees share decision-making power regarding their duties with
their superiors (Khalid and Nawab 2018). Participation can be informal, formal, consultative,
delegative, direct, or indirect. Moreover, van der Westhuizen et al. (2012) define staff
participation as the totality of direct (personal or with the owner) or indirect (through
owner’s representation) forms in which individuals or groups guarantee their interests or
contribute to the decision-making process. Each work practice’s form of staff participation
is examined (Khalid and Nawab 2018). It consists of the capacity to influence the design or
change in organizational systems in which employees are involved and may also consult on
broad and long-term organizational issues. These forms of participation affect employee
retention, organizational productivity, and efficiency (Bhatti and Nawab 2011).

Based on the concept of staff participation, Tchapchet et al. (2014) revealed that
there are several benefits for employees and managers, including (1) making employees
participate in decision-making is an acknowledgment of the vital role that employees
play in an organization and also a recognition of their economic rights; (2) involving
employees in decision-making is a form of the democratic principle in the workplace
where employees can have more significant influence in decisions that will affect their
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lives at work; (3) involving employees in decision-making will help to reduce retention,
absenteeism, the number of complaints, and it will result in a more cooperative relationship
between the management and workforce.

Participation that encourages employee involvement in decision-making will impact
improving performance. In income-generating universities, managers of work units with a
high participation level will encourage more effective decision-making. In this case, the
manager can provide innovative ideas or ideas to increase income generation. When the
work unit manager makes decisions, they will feel motivated to work and be responsible
for improving their performance, which is partially composed of increasing income.

2.4. Top Management Support

The higher education autonomy policy provided by the government provides flexibil-
ity to manage existing resources optimally. A derivative regulation is needed to implement
this autonomy successfully, which forms the basis for the legality of the implementation
of activities. Central leadership support in the form of the legality of the Rector’s policy
or the Rector’s regulations which provide guidelines for resource management, plays a
significant role in achieving the planned income-generating target.

The research show that top management support is one of the essential factors in
driving a project’s success (Ahmed and Mohamed 2017). Leadership policy is one form
of top management support that can affect the implementation of income generation. A
policy will continuously evolve, from distributing or mentioning income or benefits from
different income-generating activities or projects to various stakeholders or university
entities (Kiamba 2004). Grizzle and Pettijohn (2002) state that the policy of implementing
income generation is a dynamic process in the interaction of many factors. Four factors
that play a role in implementing a public policy are communication, resources, disposition
or attitude, and bureaucratic structure (Siswanto et al. 2013).

Top management support is one of the practical control tools in implementing income-
generating activities for each work unit. Thus, the policy can be a factor in encouraging
increased income generation. Top management support policies can be a mediating factor
for staff awareness and participation to increase income-generating performance. Staff with
high awareness and participation will devote all efforts to encouraging good performance.
Involvement in decision-making related to income-generating implementation can create
good income-generating policies, encouraging increased income generation.

Based on those as mentioned earlier, the hypotheses and theoretical framework devel-
oped as follows (Figure 1):
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Hypothesis 1 (H1). Staff awareness influences income-generating performance.

Hypothesis 2 (H2). Staff participation influences income-generating performance.

Hypothesis 3 (H3). Staff awareness influences top management support.

Hypothesis 4 (H4). Staff participation influences top management support.
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Hypothesis 5 (H5). Top management support influences income-generating performance.

Hypothesis 6 (H6). Staff awareness has an influence on income-generating performance through
top management support.

Hypothesis 7 (H7). Staff participation influences income-generating performance through top
management support.

3. Methods
3.1. Research Design

This quantitative research emphasizes the analysis of numerical data or numbers
obtained by statistical methods and is carried out in inferential research to test hypotheses.
Further, the study can obtain the significance of the relationship between the variables. The
procedure of this research is first to determine the central theme or problem management
related to the implementation of income generation in each unit, faculty, and study program.
At this stage, the researchers performed analysis by a search for sources in the literature
and observations in units. Furthermore, they analyzed the internal control of income-
generating implementation by reviewing international journal articles and making research
instruments. After that, data processing became the next step before having the discussions
to obtain recommendations and outputs. The recommendations have been the material for
evaluating the implementation of the income-generating program.

3.2. Population and Research Sample

One of the research topics in the social humanities field in the strategic plan of Uni-
versitas Negeri Semarang is the socio-economic field. In this research, the socio-economic
field studied regards the addition of income (income generation). Through the flexibility
of financial management, universities are incentivized to generate income through the
services provided and the use of physical and non-physical assets. University performance
measures from a financial perspective are of great importance, following the customer
perspectives. Therefore, university income is exciting to study because it is very diverse.

The population of this study is staff in charge of activities that generate income. Based
on the income-generating data at the university, there are 154 staff in eighteen work units.
Using the Slovin formula (Slovin 1960), the number of samples obtained is 111, with a
degree of leniency of 5%. The random sampling technique produces the samples.

n =
N

1 + N(e)2

n =
154

1 + 154 (0.05)2 = 111.19 = 111

3.3. Research Variables

The research variables consist of the dependent variable, the mediating variable, and
the independent variable. Income-generating performance is the dependent variable, staff
participation and awareness are independent variables, and top management support is
a mediating variable. Income generating is the performance shown by the results of the
mechanism of all activities generating income. The research instrument was developed
using income-generating performance indicators: accountability, profitability, transparency,
and competitiveness (Towett et al. 2019). The instrument is divided into several parts using
a Likert scale of 1–5 to assess respondents’ responses.

Staff awareness is an extension of self, reflecting how an individual understands
and evaluates his work. The staff awareness indicators are self-values and moral sense
(Chang et al. 2021). Furthermore, staff participation is the role of the staff involved in the
implementation of income generation with indicators of work motivation and commitment
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(Adan and Keiyoro 2017). The research instrument uses a Likert scale of 1–5 to assess
respondents’ responses.

Top management support is the Rector’s policy support for implementing income-
generation. Top management support indicators provide resources, structural arrange-
ments, communication, expertise, authority, and power. Instrument development using
top management support research instruments (Ahmed and Mohamed 2017) with a Likert
scale of 1–5.

3.4. Data Collection and Analysis Methods

The data collection methods used are questionnaires and documentation. Question-
naires explore income-generating performance, staff awareness, staff participation, and top
management support, while documentation is a tool to obtain data on the number of staff.
This study uses statistical analysis to answer research questions and test hypotheses by
analyzing and testing empirical models.

The next step is testing the research hypothesis using structural equation modeling (SEM)
with the WarpPLS approach. Structural equation modeling–partial least squares (SEM–PLS)
was utilized to test the hypothesis. SEM–PLS works by measuring path relationships
together to check problem statistics. SEM–PLS also tends to address the problem of data
distribution and multicollinearity. SEM–PLS is also suitable for this study because it
requires minimal data assumptions and relatively small data and sample requirements
(Pratolo et al. 2020). These research questions test the relationship between variables rather
than fitting the research model, which is another reason SEM–PLS is more suitable than
covariance-based SEM.

Using the structural analysis model, this study tries to explain the relationship and
interdependence of research variables. This model is an alternative for situations where
the theoretical basis for the design is weak and some indicators do not meet the reflective
measurement model, so it is formative. SEM–PLS is a powerful analytical method because it
does not require many assumptions and the sample size can be small or large. Additionally,
being able to be used as a confirmation of theory (hypothesis testing), SEM–PLS can build
relationships for which there is no theoretical basis or for testing propositions.

4. Results and Discussion
4.1. Results
4.1.1. Measurement Model

The validity and reliability of the research questionnaire are necessary before testing the
hypotheses. The study conducted a convergent and discriminant validity test on the research
instrument. Convergent validity is part of the measurement model, usually referred to as
the outer model in SEM–PLS. The researchers used the criteria to determine whether the
questionnaire was valid when referring to the loading factor being more than 0.05.

The results of the study show that each indicator of staff awareness (SA), staff partici-
pation (SP), top management support (TMS), and income-generating performance (IGP)
has a loading factor that is more than 0.05, and each is significant (p < 0.001). Discriminant
validity is fulfilled if the average variance extracted (AVE) from the extracted average
variation must be higher than the correlation involving the latent variable. The results
for AVE show 0.599, 0.762, 0.691, and 0.732. These results indicate that the question items
given to the respondents are valid and can be used to measure the constructs of the study.
The reliability test also shows Cronbach’s alpha > 0.7 and composite reliability > 0.8. The
loading factor of SA, SP, TMS, and IGP Cronbach’s alpha result show 0.916, 0.728, 0.963,
and 0.72. The result of composite reliabilities for SA, SP, TMS, and IGP are 0.930, 0.865,
0.967, and 0.974. These results explain that the question items on the research variables con-
sistently measure each variable or are reliable and can be used. The tests on the outer model
show that the construct meets validity and reliability. Tables 1 and 2 below present the test
results. The other measure for discriminant validity is Heterotrait–monotrait (HTMT) ratio
of correlation. Moreover, Table 3 shows the value of HTMT is below 0.85, which means
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that the research model meets the discriminant validity assessment. The HTMT’s output is
calculated using the formula as in Henseler et al. (2015).

Table 1. Outer Model Results.

Construct AVE Cronbach’s Alpha Composite
Reliability

Staff Awareness 0.599 0.916 0.930
Staff Participation 0.762 0.728 0.865

Top Management Support 0.691 0.963 0.967
Income-Generating Performance 0.732 0.972 0.967

Table 2. Fornell–Larcker.

Staff
Awareness

Staff
Participation

Top
Management

Support

Income-
Generating

Performance

Staff Awareness 0.774
Staff Participation 0.066 0.873

Top Management Support 0.764 −0.084 0.832
Income-Generating

Performance 0.595 −0.086 0.785 0.855

Table 3. HTMT Results.

Staff
Awareness

Staff
Participation

Top
Management

Support

Income-
Generating

Performance

Staff Awareness -
Staff Participation 0.138 -

Top Management Support 0.820 0.119 -
Income-Generating

Performance 0.812 0.162 0.633 -

4.1.2. Hypotheses Testing

This study uses full collinearity to address the common method bias. The Average full
collinearity VIF (AFVIF) is 2.617, which is accepted because the score is ≤5. The criteria are
accepted if AVIF ≤ 5. This study implements structural equation modeling with WarpPLS
to analyze the research hypotheses. In summary, the Fit and Quality Indices model is
presented in Table 4.

The study used structural equation modeling (SEM) with the WarpPLS approach
to analyze the research hypotheses. Model Fit and Quality Indices indicators include
Average Path Coefficient (APC), Average R-squared (ARS), Average Variance Inflation
Factor (AVIF), Average full collinearity VIF (AFVIF), Tenenhaus GoF (GoF), Sympson’s
Paradox Ratio (SPR), R-Squared Contribution Ratio (RSCR), Statistical Suppression Ratio
(SSR), and Nonlinear Bivariate Causality Direction Ratio (NLBCDR).

The output results of Table 5 show that the indicator value of APC = 0.355, ARS =
0.624, and AARS = 0.616. The three indicators were significant at p < 0.001, far from the
criteria for p < 0.05, so all of them fulfilled the good criteria. The indicators AVIF = 1.629
and AFVIF = 2.617 are ideal and accepted because they are far below 5, so there is no
multicollinearity between the independent variables. The GoF value, which measures the
model’s explanatory power of 0.722, is included in the ideal criteria. The SPR, RSCR, SSR,
and NLBCDR indicators are worth 1.000, so they meet the ideal criteria. The conclusion
is that the model from this study fits with the data so that it can continue to the next test.
The following is an image of the research model and the results obtained based on data
processing using the WarpPLS 6.0 program (Table 6).
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Table 4. Results of Fit Test and Quality Indices.

No Model Fit and Quality Indices Fit Criteria Results Notes

1. Average Path Coefficient (APC) p = 0.002 0.335
p < 0.001 Accepted

2. Average R-squared (ARS) p < 0.001 0.624
p < 0.001 Accepted

3. Average adjusted
R-squared (AARS) p < 0.001 0.616

p < 0.001 Accepted

4. Average block VIF (AVIF) Accepted if ≤5,
ideally ≤ 3.3 1.629 Ideal

5. Average full collinearity
VIF (AFVIF)

Accepted if ≤5,
ideally ≤ 3.3 2.617 Accepted

6. Tenenhaus GoF (GoF)
small ≥ 0.1,

medium ≥ 0.25,
large ≥ 0.36

0.722 Large, Accepted

7. Sympson’s Paradox Ratio (SPR) Accepted if ≥0.7,
ideally = 1 1.000 Accepted

8. R-squared Contribution Ratio
(RSCR)

Accepted if ≥0.9,
ideally = 1 1.000 Accepted

9. Statistical Suppression Ratio
(SSR) Accepted if ≥0.7 1.000 Accepted

10. Nonlinear Bivariate Causality
Direction Ratio (NLBCDR) Accepted if ≥0.7 1.000 Accepted

Table 5. Hypotheses Testing Results (Direct Effect).

Hypothesis
Relationship between Variables

Path Coeff. p-Values Notes
Explanatory Variable > Responded Variable

H1 Staff Awareness (SA) > Income-Generating
Performance (IGP) −0.01 0.46 Rejected

H2 Staff Participation (SP) > Income-Generating
Performance (IGP) −0.09 0.17 Rejected

H3 Staff Awareness (SA) > Top Management
Support (TMS) 0.77 <0.01 Accepted

H4 Staff Participation (SP) > Top Management
Support (TMS) −0.13 0.10 Rejected

H5 Top Management
Support (TMS) > Income-Generating

Performance (IGP) 0.77 <0.01 Accepted

Table 6. Hypothesis Testing Results (Indirect Effect).

Hypothesis
Relationship between Variables

Path Coeff. p-Values NotesExplanatory
Variable > Intervening

Variable > Response
Variable

H6
Staff

Awareness
(SA)

>
Top

Management
Support (TMS)

>
Income-

Generating
Performance (IGP)

0.595 <0.01 Accepted

H7
Staff

Participation
(SP)

>
Top

Management
Support (TMS)

>
Income-

Generating
Performance (IGP)

−0.094 0.078 Rejected
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Hypothesis testing in WarpPLS analysis using t-test. The decision rule for hypothesis
testing is as follows: if the p-value is 0.10 (alpha 10%), it is weakly significant. If the p-value
of 0.05 (alpha 5%) is significant, and if the p-value is 0.01 (alpha 1%), it is highly significant.
Based on data processing, the output path coefficients and p-values are obtained in Tables 5
and 6 below.

The test results in Table 5 show that the path coefficient of staff awareness to income-
generating performance is −0.01, p-value 0.46 or >0.05. This means that there is no effect
of staff awareness on income-generating performance. The path coefficient of staff partici-
pation to income-generating performance is −0.09 with p-values of 0.17 or >0.05, which
means that staff participation does not affect income-generating performance. Furthermore,
the path coefficient of staff awareness of top management support has a value of 0.77 with
p-values < 0.01 or <0.05, which means that staff awareness influences top management sup-
port (highly significant). The coefficient of the path of staff participation to top management
support is −0.13 with p-values of 0.10 or >0.05. This means that the participation of staff
does not affect top management support. Then, the path coefficient on top management
support to income-generating performance shows a value of 0.77 with p-values of <0.01 or
<0.05, so that top management support influences income-generating performance (highly
significant). The conclusion is that H1, H2, and H4 are rejected, while H3 and H5 are
accepted.

The results of the indirect effect in Table 6 show that the path coefficient of the influence
of staff awareness on income-generating performance through top management support
shows a value of 0.595 with p-values < 0.01 or <0.05. Top management support can mediate
the effect of staff awareness on income-generating performance. Therefore, H6 is accepted.
Furthermore, the effect of staff participation on income-generating performance through
top management shows a coefficient value of −0.094 with p-values of 0.078 or >0.05. This
means that top management support cannot mediate the effect of staff participation on
income-generating performance. Therefore, H7 is rejected (Figure 2).

Int. J. Financial Stud. 2023, 11, x FOR PEER REVIEW 11 of 18 
 

 

 

Figure 2. Relationship between Staff Awareness, Staff Participation, Top Management Support, and 

Income-Generating Performance. Notes: This Figure is output from Warppls 7.0 which reports that 

the hypothesis will be accepted if the coefficient value is positive and has a p-value below 0.05. 

4.2. Discussion 

A legal entity university generates income and increases its income-generating ca-

pacity. Additional income can ease the burden on universities for various program ex-

penditures or functions. This is not exactly considered government participation because 

of the sharing of funding between the government and universities. The income generated 

will significantly help increase the resources available to universities. 

Problems in higher education institutions related to regulations, management, lead-

ership, and organizational management can be solved by institutional theory (Cai and 

Mehari 2015). Furthermore, Kezar and Sam (2013) stated that faculty members and leaders 

have an essential role in influencing the institutionalization process in higher education. 

In line with this, the respondents in this study are faculty members and leaders who are 

members of the income-generating management work unit, which is used to determine 

the influence of staff awareness, staff participation, and top management support on in-

come-generating performance in universities, either directly or indirectly. 

4.2.1. Staff Awareness Influences on Income-Generating Performance  

Awareness is the individual’s ability to make contact with his environment and him-

self (through his five senses) and restrict his environment and himself (through attention). 

Staff awareness in activities is a condition in which staff focuses on the initiative, seeks, 

and can select the stimuli the leadership provides. In the context of employees in a higher 

education environment with many standard operating procedures, an employee tends to 

feel in a comfort zone. Hence, the level of awareness could be higher. 

This study has lessened the effect of staff awareness on income-generating perfor-

mance. Staff who are aware of work practices in their environment tend to use innovative 

work practices (Garg and Lal 2015). One form of innovative practice in higher education 

institutions is income-generating activities so that all staff can generate income, which 

then impacts increasing income-generating performance. However, even though staff or 

employees are aware of implementing innovative practices in their work by generating 

income, they have yet to be able to improve income-generating performance directly. Staff 

need to be part of the income-generating policymakers to impact income-generating per-

formance. 

Figure 2. Relationship between Staff Awareness, Staff Participation, Top Management Support, and
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4.2. Discussion

A legal entity university generates income and increases its income-generating capacity.
Additional income can ease the burden on universities for various program expenditures or
functions. This is not exactly considered government participation because of the sharing of
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funding between the government and universities. The income generated will significantly
help increase the resources available to universities.

Problems in higher education institutions related to regulations, management, leader-
ship, and organizational management can be solved by institutional theory (Cai and Mehari
2015). Furthermore, Kezar and Sam (2013) stated that faculty members and leaders have
an essential role in influencing the institutionalization process in higher education. In line
with this, the respondents in this study are faculty members and leaders who are members
of the income-generating management work unit, which is used to determine the influence
of staff awareness, staff participation, and top management support on income-generating
performance in universities, either directly or indirectly.

4.2.1. Staff Awareness Influences on Income-Generating Performance

Awareness is the individual’s ability to make contact with his environment and himself
(through his five senses) and restrict his environment and himself (through attention). Staff
awareness in activities is a condition in which staff focuses on the initiative, seeks, and can
select the stimuli the leadership provides. In the context of employees in a higher education
environment with many standard operating procedures, an employee tends to feel in a
comfort zone. Hence, the level of awareness could be higher.

This study has lessened the effect of staff awareness on income-generating perfor-
mance. Staff who are aware of work practices in their environment tend to use innovative
work practices (Garg and Lal 2015). One form of innovative practice in higher education
institutions is income-generating activities so that all staff can generate income, which then
impacts increasing income-generating performance. However, even though staff or employ-
ees are aware of implementing innovative practices in their work by generating income,
they have yet to be able to improve income-generating performance directly. Staff need to
be part of the income-generating policymakers to impact income-generating performance.

4.2.2. Staff Participation Influences on Income-Generating Performance

Staff participation in an agency plays a significant role in the decision-making process.
Employees are granted the opportunity to influence management decisions and can con-
tribute to improving the performance of their organization. However, in carrying out their
activities, there are many conditions when they are reluctant to convey their creative ideas.
They can be passive, so they cannot provide changes in organizational performance.

The study results indicate that staff participation cannot affect income-generating
performance. Uribetxebarria et al. (2021) revealed that the productivity of the organization’s
staff reflects the performance of an organization, then staff participation does not have a
positive effect on organizational performance but has a negative effect. That is, a higher staff
participation in the organization indicates the low productivity of staff, or it means that the
higher productivity of staff has a relationship with the low participation of staff. Assume
staff with high productivity can produce many innovations regarding income-generating
activities (ceteris paribus), thus causing a high work intensity. This makes staff focus only
on work rather than caring about their participation in the organization for more than
just using staff productivity in measuring income-generating performance. This is more
complex, i.e., accountability, profitability, transparency, and competitiveness.

This research allows staff who do not have direct job notes in income-generating
activities to assess that staff do not require participation. However, each staff member has
an essential role in overcoming external pressure, strengthening the organization from
within, and making organizational change through institutional entrepreneurship and work
(van der Westhuizen et al. 2012). Furthermore, staff participation is the key to successfully
implementing quality management (Lam et al. 2015).

4.2.3. Staff Awareness Influences Top Management Support

Employee awareness reflected in action determines the role of the chancellor in real-
izing various kinds of income-generating implementation policies. The initial principle
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built is that individuals focus on non-material factors and are only normative. In this
principle, the element of forming awareness enables more than an approach to the element
of obligation so that several components can be considered, including the value system
believed by the individual, perspective or attitude, and behavior.

Ritter (2006) states that one of the first stages in making ethical decisions is a person’s
moral awareness; for example, they may perform actions based on ethical principles. Staff
awareness of their actions can influence top management in making ethical decisions. This
is because attention from natural awareness has a positive relationship with self-leadership
and organizational transformation leadership to expand leadership knowledge about ethical
decision-making models (King and Haar 2017; Small and Lew 2019). Ruedy and Schweitzer
(2010) state that many unethical decisions stem from a lack of worker awareness. Staff who
are aware of how their work experiences impact ethical decision-making and staff with high
awareness tend to make more ethical decisions (uphold ethical standards) than staff with
low awareness. Thus, staff who have high awareness are less likely to commit fraud.

4.2.4. Staff Participation Influences Top Management Support

Employee involvement plays a role in realizing the success of a program. Participation
can increase motivation because employees feel more accepted and involved in every
activity in the agency. Self-esteem, job satisfaction, and cooperation with leaders can also
automatically increase, and vice versa. According to employee motivation, they cannot
give their best performance. As with the implementation of income-generating as a form of
educational autonomy policy, employee involvement is the main driving force for higher
education performance. However, much of their involvement is so low that they cannot
contribute to the leadership.

The results show staff need to contribute to top management decisions about income-
generating policies. The task of the income-generating staff at the university is to ensure
that the management of income-generating follows the standard operating procedure (SOP).
It is possible to make all broad decisions and long-term to be the responsibility of certain
management levels and external parties of the university. Huy (2001) and Daft (2010) state
that middle management is responsible for the central business units and departments
setting, planning, and implementing goals that align with top management’s goals. This
study involves all staff receiving the value from management participation, so the study’s
results have yet to show that management at all levels participates in making decisions.
Staff with lower management levels (low management) may only have little participation
or even no responsibility in making management decisions about income-generating.

The results of this study are inversely proportional to Irawanto’s (2015) statement
that to ensure staff participation in decision-making, leaders need to permit all staff to
express their opinions or interfere during decision-making. That way, staff participation
can influence decision-making (Irawanto 2015). Furthermore, we must categorize each
decision requiring staff participation and involvement to increase staff participation. Staff
participation can impact decision-making if there are variations in the decision (Oluwatayo
et al. 2017). If an organization does not identify which decisions require staff participation,
staff will respond to low participation or even have no participation.

4.2.5. Top Management Support Influences on Income-Generating Performance

Policies compiled by the central leadership (Rector) can massively affect the perfor-
mance of tertiary institutions. Rector policies such as regulations regarding the identifica-
tion of additional income, types of additional income, mechanisms for collecting additional
income, and regulations regarding the amount of additional income that enters the Rector’s
account can improve income-generating performance. This is in line with the resource-
dependent theory, which explains that universities can identify funding sources to increase
internal income. It reduces dependence on government funding so that universities can
exist and significantly contribute to the academic community’s welfare and the better
performance of higher education institutions and society.
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According to institutional theory, efforts to deal with internal and external pressures
are to look to their peers before making strategic decisions (DiMaggio and Powell 1983).
Additionally, resource dependence theory also explains the policies made by universities
or strategic decisions related to income generation, namely by considering environmental
conditions or other universities that have become legal entity universities through the
role of top management. Institutional theory in Turner and Angulo (2018) becomes a
pillar in top management for making high-risk decisions by offering robust predictions for
conducting studies on problems that exist in universities. More precisely, the theory tries to
abandon some rules that require standardized testing.

The top management has a vital role in organizational performance, for example,
income-generating activities. The implementation of strategic plans to achieve good or-
ganizational performance is influenced by top management support (Li and Tobias 2022;
Shillingi 2017). Decision-making made by top management has a significant influence
on the implementation of the strategic plan. When staff have low experience and leader-
ship skills, organizational performance may decline. Furthermore, Li and Tobias (2022)
emphasize that staff are leaders in all aspects of the company. Staff can manage, control,
and evaluate all activities inside and outside the organization. Top management support
and staff performance are two agents of internal change in an organization adopting a
management innovation (Yu et al. 2022). Leaders who can carry out their role to sup-
port organizational members at work make staff tend to exert effort for successful project
execution (de Bakker et al. 2010).

4.2.6. Top Management Mediate the Staff Awareness of Income-Generating Performance

Staff awareness is not able to directly affect income-generating performance. However,
top management support can mediate the relationship between both. King and Haar (2017)
demonstrated that the relationship to organizational transformation leadership is best
understood as a mediated process. There is a mutual relationship between staff who have
awareness and top management in making decisions about income-generating. The first
stage of producing ethical income-generating decisions requires the awareness of ethical
staff (Ritter 2006).

Furthermore, Reb et al. (2014) found that attentive supervisors positively impacted
the well-being and performance of their staff. Leadership provides greater clarity around
the potential influence of work awareness on job performance (Dane and Brummel 2013).
Therefore, staff with awareness must be kept from the leadership role. Leaders can increase
staff awareness at work, impacting staff welfare and performance and leading to organi-
zational performance (Reb et al. 2014). Glomb et al. (2011) agree that staff awareness can
improve various aspects, such as social relations, resilience, and staff performance.

Staff or employees who are aware of managing income generation will influence
income-generating performance. Work awareness helps staff improve welfare in the work-
place as a factor of job satisfaction. Efforts that can be made to increase staff awareness at
work can be made by carrying out awareness training that aims to reduce staff stress at
work, increase job satisfaction, and improve their performance. Hyland et al. (2015) state
that mindful workers can reduce stress, improve mental health, physical health, and cogni-
tive function, and improve performance and well-being. Staff with low-stress levels can
increase their productivity. On the other hand, stressed staff can reduce their productivity
by up to 53.2% (Safitri 2019), so organizational goals cannot be achieved.

4.2.7. Top Management Support Mediate the Staff Participation in Income-Generating
Performance

The study’s results indicate that top management’s role has not been successful in
mediating staff participation in income-generating performance. The result is in line with
the findings of Oluwatayo et al. (2017): staff participation in making decisions on company
performance does not have a significant effect. This is due to the assumption that staff
involvement in decision-making, such as the implementation of work and organizational
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and operational activities, will result in poor company performance or result in low income.
The other results differ from Chukwuemeka’s (2020) study, which states that staff partici-
pation in decision-making has a significant positive effect on organizational performance.
This is because staff motivation needs to be formed in the organization. The low motivation
of staff is because their existence has not been recognized by the leadership, as evidenced
by the lack of critical organizational meetings involving staff. The other research, Benn
et al. (2015), revealed that staff participation would gradually increase staff engagement
in the organization and impact organizational performance (Bailey et al. 2017). Efforts
to increase staff participation in the organization are to hold meetings between leaders
and subordinates on essential issues every month or three months to stimulate morale
and increase self-motivation. The meeting serves as a medium for staff actualization and
the creation of a good feeling in staff for being recognized and valued in the organization
(Chukwuemeka 2020).

5. Conclusions

Staff awareness cannot directly affect income-generating performance because staff
who have awareness about work practices will form innovative work practices. However,
these innovative work practices are not the primary determinant of income-generating
performance because, in practice, income-generating requires a decision from superi-
ors. Top management support can mediate the relationship between staff awareness and
income-generating performance. The results show that efforts to achieve income-generating
performance require a wise decision from top management support regarding income gen-
erating. The first step to making ethical decisions is the ethical awareness of staff so that
the resulting decisions are ethical, especially regarding income generation.

Furthermore, staff participation does not affect top management support because
certain management levels carry out decisions about income generation, so the distribution
of lower-level management positions does not yet have a maximum contribution in making
decisions. This impacts the role of top management support, which cannot mediate the
relationship between staff participation and income-generating performance. In addition,
efforts to increase staff participation can be made by categorizing each decision that requires
staff participation and staff involvement.

The theoretical implication of this research is to explain the existence of universities in
maintaining and adjusting the funding autonomy policy from the government. Theoreti-
cally, this study explains that RDT can determine financial resources, infrastructure needs,
and information from an environment that depends on external resources. Additional
income to improve the quality of education can be attained through several public financing
techniques that can contribute to agencies, academics, and society. This means that, by
becoming a legal entity state university, tertiary institutions will not experience a shortage
of funding.

From a managerial implication point of view, the implementation of income-generating
policies involves many parties, including staff and leaders, so it requires qualified human re-
source management. The staff can join some financial training based on the new regulation.
Additionally, the university must give detailed socialization about the job description and
responsibility when performing some income-generating activities. The encouragement
and motivation of staff need to be performed to increase their performance and create
awareness for achieving additional income targets. Stimulus in the form of promotion or
remuneration can improve income-generating performance.

Furthermore, from the aspect of policy implications, the management of income
generation can optimize existing internal policies. Internal policies include the Rector’s
regulations regarding the mechanism for collecting and determining income-generating
rates. All of these policies can be implemented simultaneously by all units or faculties
in tertiary institutions. This form of technical and tariff uniformity can facilitate income-
generating implementation so that it can improve the income-generating performance of
each unit or faculty.
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This study has several limitations: it only focuses on respondents at a specific manage-
ment level, resulting in different perceptions about their participation in influencing top
management support. Therefore, future research can be conducted on certain management
levels; for example, middle-level management (a department). This research also only
focuses on the implementation of income generation, which is an innovative work practice
at Universitas Negeri Semarang. Finally, the research scale can be expanded and apply a
focus group discussion among staff, the dean, and the heads of department to produce
more comprehensive research.
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Abstract: The policy of educational autonomy through legal entity state universities is a very in-
teresting issue. Universities have the authority to manage finances and collect additional income,
specifically generated income. Its successful implementation also provides more significant income to
everyone in the institution through greater incentives, thereby helping to improve the economic con-
ditions of staff, institutions, and all academics. This study examines the empirical evidence of factors
influencing university income-generating performance. This study presents the direct and indirect
effects of staff awareness, staff participation, and top management support on income-generating
performance. This research used a quantitative approach utilizing the structural equation model with
WarpPLS. A questionnaire-based survey collected 111 valid responses. Surveys were distributed to
the appointed persons in charge of each unit, faculty, and university. The results show that staff aware-
ness influences top management support. Top management support also affects income-generating
performance, so it impacts the role of top management support, which can mediate the influence
of managers’ awareness on income-generating performance. On the other hand, staff participa-
tion cannot influence top management support and income-generating performance. This means
that top management support cannot mediate the effect of staff participation on income-generating
performance.

Keywords: income-generating performance; staff awareness; staff participation; top management support

1. Introduction

Education plays an important role not only for individuals but also for society as a
whole. The importance of education and training in the economy has been recognized
worldwide, and countries are making great efforts to provide public funding for the
education sector. Education helps accelerate economic growth through the development of
knowledge and skills. Education is a fundamental pillar in one’s life. Achieving universal
education goals increases the overall need for investment in human resources. In recent
years, governments worldwide have spent significant resources investing in education.

In 1999, the government introduced a higher education autonomy policy, in which the
government provides support and autonomous rights to achieve the university’s vision and
mission as a higher education provider. The government determines whether universities
that meet specific requirements may become legal status state-owned entities, education
legal entities, public service agencies, and public universities with legal entities.

Universitas Negeri Semarang is one of the universities moving from a public service
agency to a public university with legal entity status. This stipulation is outlined in govern-
ment regulation of the Republic of Indonesia number 36 of 2022 concerning state higher
education institutions’ legal entities. The educational autonomy policy impacts education
funding from the government to universities. The involvement of the government becomes
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less because of this autonomy. Universities must be able to increase the amount of funding
from the higher education autonomy policy. Therefore, it is necessary to explore sources of
funds that come not only from educational funding but also from other income-generating
sources.

Education financing has been a joint partnership between the government and other
development partners. Resource dependence theory postulates the behavior of public
institutions to start business ventures for additional income. It also describes the behavior
of educational institutions to create business ventures as a complement to ensuring their
survival. In line with this theory, a university needs tertiary institutions to fulfill the needs
of financial, physical, and informational resources.

In general, Universitas Negeri Semarang has two income categories: income received
from academic and non-academic aspects. The income from the academic aspect is the
Single Tuition Fee (STF). In contrast, non-academic income consists of program grants, fees
for conducting national and international seminars and workshops, room service providers
for celebrations, laboratory rent, canteen, food court, room rental, and journal management
incentives (Mahmud et al. 2022). Income from academic or educational services (STF)
has an already established intercept number because the amount of student STF is visible
with relatively straightforward calculations. The STF amount for each batch is relatively
straightforward; just waiting for payment time. This is different from the nature of non-
academic or educational income. The characteristic of non-academic or educational service
income has an intercept value (in the regression line) of IDR 0 at the beginning of each
year. Increasing income by IDR 1 Billion from the previous year’s realization is not easy
because it always starts with IDR 0. If the previous year’s realization is IDR 50 M (for
example), then increasing IDR 1 Billion to IDR 51 Billion does not mean “only” adding IDR
1 Billion, instead meaning that the income-generating performance target is IDR 51 Billion.
The university is still trying hard to be able to increase the income-generating intercept of
each unit. Moreover, to realize the IDR 51 Billion target, it is necessary to have sustainable
business units and non-academic service units to increase the intercepted number. The
form of work unit participation is directed at the emergence of practical ideas from each
work unit which becomes a strong ambition for the work unit to realize. The university
can clearly manage and describe the income potential if it has formed going-concern
business units.

The observations in each unit show that there are still several obstacles, including the
staff’s lack of transparency about the number of funds obtained and reported. Furthermore,
the staff carries out activities that have yet to reach the set targets. Extracting additional
income still needs attention because the sustainability of the education process depends on
the number of funds that can be used for development. The following research resulted in
findings that the problems were caused by unaccountability, unprofessional management,
not being transparent, and non-compliance with the policies set by the university (Siswanto
et al. 2013).

The study of the implementation of income-generating performance is fascinating
because the higher education policy in Indonesia directs tertiary institutions to become
public universities with legal entity status. This means that there is independence for higher
education institutions to seek other sources in addition to funding from the government.
Several factors that influence the implementation of additional income include staff par-
ticipation (Nyamwega 2016; Adan and Keiyoro 2017; Groen et al. 2017), staff awareness
(Arqawi et al. 2018; Rigolizzo and Zhu 2020; Chang et al. 2021), and top management or
leadership policies (Lunani 2014; Liu and Gao 2021).

Staff participation includes determining the increase in income generation so that all
business unit activities can be carried out effectively (Adan and Keiyoro 2017). The staff are
also involved in making decisions about income-generating activities or projects, so creative
and innovative ideas are needed (Adan and Keiyoro 2017; Groen et al. 2017; Nyamwega
2016). The staff’s role in commitment and motivation can provide strong support for
income-generating performance. Staff commitment and the motivation of managers are
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shown, among others, through efforts to contribute thoughts and energy and make the
right decisions (Iravo 2014; Miranda and Celestino 2016; Kipkoech 2018).

Staff’s awareness of all income-generating activities can also improve organizational
performance (Chang et al. 2021). Self-awareness is an extension of the self, reflecting how
an individual understands and evaluates himself in his work (Arqawi et al. 2018; Rigolizzo
and Zhu 2020). With the help of self-awareness, one is empowered to make changes,
build strengths, and identify places to improve (Chang et al. 2021; Rigolizzo and Zhu
2020). Furthermore, top management support related to income-generating management
mediates the staff’s participation (Lunani 2014) and awareness (Liu and Gao 2021).

This research provides theoretical and practical contributions. The theoretical con-
tribution is to contribute knowledge related to the independence of university education
funding from the central government. Universities can also survive with other funding
sources, which are managed using the principle of educational autonomy. The existence of
higher education institutions is good when they can optimally collect additional income for
the welfare of the institution, academic community, and society. Its practical contribution is
to provide an overview of the practice of identifying and classifying additional funding
originating from the educational autonomy policy. The government must also continue
to share income, considering that it is the government’s obligation following the 1945
Constitution that the state educates the nation’s life.

Furthermore, this study aims to analyze the influence of determinant factors influenc-
ing university income-generating performance. This study reveals the direct and indirect
effects of staff awareness, staff participation, and top management support on income-
generating performance. The novelty of this study is in the staff awareness variable, which
is the moderating variable. It is based on recommendations from the research results
of Adan and Keiyoro (2017). Staff awareness is a driver of policy success and income-
generating performance. The study comprehensively explains the interrelationships among
those variables.

2. Literature Review and Research Hypotheses Development
2.1. Resources Dependence Theory

The income-generating university is an application of the Resources Dependence
Theory (RDT), explaining the behavior of institutions to carry out business initiatives
as additional income. RDT is applied to describe institutional behavior in developing
business ventures for extra income so that institutions can survive in meeting budgetary
needs. The characteristics of the Resources Dependence Theory are needed to determine the
resources, financial, infrastructure, and information needs of an environment that depends
on external resources. One of the postulates in this theory is that organizations depend on
external resources, resulting in inadequate control over the external environment, which
can interfere with achieving organizational goals (Hillman et al. 2009). Additional income to
improve the quality of education can be achieved with several public financing techniques.
One is the gradual decline of public financing techniques so that universities experience
sufficient funding. Therefore, in the end, it threatens the organization’s existence.

The most important note in this theory is the effectiveness related to the proactive man-
agement of a competitive external environment to support its efforts to earn income (Pautz
2014). So far, RDT has been applied to explain how organizations can reduce dependency
and uncertainty in their organizational environment. It is necessary to understand organi-
zational behavior in the organizational environment. Organizations reduce the external
influence and increase the power of the organization itself (Aldrich 1976). Organizational
actions, such as forming interlocks, alliances, joint ventures, and mergers and acquisitions,
are performed to overcome dependency and improve organizational autonomy and legiti-
macy. At the same time, resource dependence theory is one of many organizational theories
that characterize organizational behavior.
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2.2. Staff Awareness

Staff awareness in carrying out activities properly and correctly according to prede-
termined goals is a form of involvement in successfully implementing income generation.
Various types of individual personality and environmental conditions can shape awareness
to action. As with RDT, environmental information can determine personal awareness.
Awareness refers to a person’s conscious experience of the content of thoughts, including
their breadth and clarity (Mikulas 2011). Brown and Ryan (2003) suggest that awareness is
the background of the awareness “radar,” by which they continuously monitor the external
and internal environment. A person may be aware of a stimulus without being the center
of attention.

Staff awareness influences performance. Awareness enables individuals to be more
receptive to the development of their environment, enabling them to respond effectively
to challenges and changing situations (Dane 2011; Salvato 2009; Weick and Sutcliffe 2006).
Awareness of any practice or phenomenon is vital as it leads to proper implementation
and facilitation. When employees are aware of their environmental work practices, they
will use innovative work practices, ultimately affecting the performance of individuals
and the organization (Garg and Lal 2015). Furthermore, Garg and Lal (2015) state that
awareness of practice reduces the fear of uncertainty and concern about changes occurring
in an organization.

An aware staff is relatively easier to adapt to new practices than unaware employees.
One form of the new practice in universities is implementing income generation. Every
work unit at the university has the opportunity to generate income. In this case, increasing
revenue is one aspect of improving the organization’s overall performance. Staff who
have an awareness of collecting all income-generating activities will have an impact on
improving performance. The innovative practices implemented in each program reflect
staff awareness. Staff with a high level of awareness can also deal with any policy changes
in the organization. Management awareness is essential to survive in a constantly changing
environment and have high competitiveness.

2.3. Staff Participation

Participation that encourages staff involvement in decision-making will impact im-
proving performance. In income-generating universities, a staff of work units with a high
participation level will encourage more effective decision-making. In this case, the staff can
provide innovative ideas or ideas to increase income generation. When the work unit staff
makes decisions, they will feel motivated to work and be responsible for improving their
performance, which is partially comprised of increasing income.

Staff participation is a process by which staff can take control over their work and
conditions by devoting involvement to making decisions regarding their work (Strauss
2006). In the process, employees share decision-making power regarding their duties with
their superiors (Khalid and Nawab 2018). Participation can be informal, formal, consultative,
delegative, direct, or indirect. Moreover, van der Westhuizen et al. (2012) define staff
participation as the totality of direct (personal or with the owner) or indirect (through
owner’s representation) forms in which individuals or groups guarantee their interests or
contribute to the decision-making process. Each work practice’s form of staff participation
is examined (Khalid and Nawab 2018). It consists of the capacity to influence the design or
change in organizational systems in which employees are involved and may also consult on
broad and long-term organizational issues. These forms of participation affect employee
retention, organizational productivity, and efficiency (Bhatti and Nawab 2011).

Based on the concept of staff participation, Tchapchet et al. (2014) revealed that
there are several benefits for employees and managers, including (1) making employees
participate in decision-making is an acknowledgment of the vital role that employees
play in an organization and also a recognition of their economic rights; (2) involving
employees in decision-making is a form of the democratic principle in the workplace
where employees can have more significant influence in decisions that will affect their
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lives at work; (3) involving employees in decision-making will help to reduce retention,
absenteeism, the number of complaints, and it will result in a more cooperative relationship
between the management and workforce.

Participation that encourages employee involvement in decision-making will impact
improving performance. In income-generating universities, managers of work units with a
high participation level will encourage more effective decision-making. In this case, the
manager can provide innovative ideas or ideas to increase income generation. When the
work unit manager makes decisions, they will feel motivated to work and be responsible
for improving their performance, which is partially composed of increasing income.

2.4. Top Management Support

The higher education autonomy policy provided by the government provides flexibil-
ity to manage existing resources optimally. A derivative regulation is needed to implement
this autonomy successfully, which forms the basis for the legality of the implementation
of activities. Central leadership support in the form of the legality of the Rector’s policy
or the Rector’s regulations which provide guidelines for resource management, plays a
significant role in achieving the planned income-generating target.

The research show that top management support is one of the essential factors in
driving a project’s success (Ahmed and Mohamed 2017). Leadership policy is one form
of top management support that can affect the implementation of income generation. A
policy will continuously evolve, from distributing or mentioning income or benefits from
different income-generating activities or projects to various stakeholders or university
entities (Kiamba 2004). Grizzle and Pettijohn (2002) state that the policy of implementing
income generation is a dynamic process in the interaction of many factors. Four factors
that play a role in implementing a public policy are communication, resources, disposition
or attitude, and bureaucratic structure (Siswanto et al. 2013).

Top management support is one of the practical control tools in implementing income-
generating activities for each work unit. Thus, the policy can be a factor in encouraging
increased income generation. Top management support policies can be a mediating factor
for staff awareness and participation to increase income-generating performance. Staff with
high awareness and participation will devote all efforts to encouraging good performance.
Involvement in decision-making related to income-generating implementation can create
good income-generating policies, encouraging increased income generation.

Based on those as mentioned earlier, the hypotheses and theoretical framework devel-
oped as follows (Figure 1):
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Hypothesis 1 (H1). Staff awareness influences income-generating performance.

Hypothesis 2 (H2). Staff participation influences income-generating performance.

Hypothesis 3 (H3). Staff awareness influences top management support.

Hypothesis 4 (H4). Staff participation influences top management support.
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Hypothesis 5 (H5). Top management support influences income-generating performance.

Hypothesis 6 (H6). Staff awareness has an influence on income-generating performance through
top management support.

Hypothesis 7 (H7). Staff participation influences income-generating performance through top
management support.

3. Methods
3.1. Research Design

This quantitative research emphasizes the analysis of numerical data or numbers
obtained by statistical methods and is carried out in inferential research to test hypotheses.
Further, the study can obtain the significance of the relationship between the variables. The
procedure of this research is first to determine the central theme or problem management
related to the implementation of income generation in each unit, faculty, and study program.
At this stage, the researchers performed analysis by a search for sources in the literature
and observations in units. Furthermore, they analyzed the internal control of income-
generating implementation by reviewing international journal articles and making research
instruments. After that, data processing became the next step before having the discussions
to obtain recommendations and outputs. The recommendations have been the material for
evaluating the implementation of the income-generating program.

3.2. Population and Research Sample

One of the research topics in the social humanities field in the strategic plan of Uni-
versitas Negeri Semarang is the socio-economic field. In this research, the socio-economic
field studied regards the addition of income (income generation). Through the flexibility
of financial management, universities are incentivized to generate income through the
services provided and the use of physical and non-physical assets. University performance
measures from a financial perspective are of great importance, following the customer
perspectives. Therefore, university income is exciting to study because it is very diverse.

The population of this study is staff in charge of activities that generate income. Based
on the income-generating data at the university, there are 154 staff in eighteen work units.
Using the Slovin formula (Slovin 1960), the number of samples obtained is 111, with a
degree of leniency of 5%. The random sampling technique produces the samples.

n =
N

1 + N(e)2

n =
154

1 + 154 (0.05)2 = 111.19 = 111

3.3. Research Variables

The research variables consist of the dependent variable, the mediating variable, and
the independent variable. Income-generating performance is the dependent variable, staff
participation and awareness are independent variables, and top management support is
a mediating variable. Income generating is the performance shown by the results of the
mechanism of all activities generating income. The research instrument was developed
using income-generating performance indicators: accountability, profitability, transparency,
and competitiveness (Towett et al. 2019). The instrument is divided into several parts using
a Likert scale of 1–5 to assess respondents’ responses.

Staff awareness is an extension of self, reflecting how an individual understands
and evaluates his work. The staff awareness indicators are self-values and moral sense
(Chang et al. 2021). Furthermore, staff participation is the role of the staff involved in the
implementation of income generation with indicators of work motivation and commitment
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(Adan and Keiyoro 2017). The research instrument uses a Likert scale of 1–5 to assess
respondents’ responses.

Top management support is the Rector’s policy support for implementing income-
generation. Top management support indicators provide resources, structural arrange-
ments, communication, expertise, authority, and power. Instrument development using
top management support research instruments (Ahmed and Mohamed 2017) with a Likert
scale of 1–5.

3.4. Data Collection and Analysis Methods

The data collection methods used are questionnaires and documentation. Question-
naires explore income-generating performance, staff awareness, staff participation, and top
management support, while documentation is a tool to obtain data on the number of staff.
This study uses statistical analysis to answer research questions and test hypotheses by
analyzing and testing empirical models.

The next step is testing the research hypothesis using structural equation modeling (SEM)
with the WarpPLS approach. Structural equation modeling–partial least squares (SEM–PLS)
was utilized to test the hypothesis. SEM–PLS works by measuring path relationships
together to check problem statistics. SEM–PLS also tends to address the problem of data
distribution and multicollinearity. SEM–PLS is also suitable for this study because it
requires minimal data assumptions and relatively small data and sample requirements
(Pratolo et al. 2020). These research questions test the relationship between variables rather
than fitting the research model, which is another reason SEM–PLS is more suitable than
covariance-based SEM.

Using the structural analysis model, this study tries to explain the relationship and
interdependence of research variables. This model is an alternative for situations where
the theoretical basis for the design is weak and some indicators do not meet the reflective
measurement model, so it is formative. SEM–PLS is a powerful analytical method because it
does not require many assumptions and the sample size can be small or large. Additionally,
being able to be used as a confirmation of theory (hypothesis testing), SEM–PLS can build
relationships for which there is no theoretical basis or for testing propositions.

4. Results and Discussion
4.1. Results
4.1.1. Measurement Model

The validity and reliability of the research questionnaire are necessary before testing the
hypotheses. The study conducted a convergent and discriminant validity test on the research
instrument. Convergent validity is part of the measurement model, usually referred to as
the outer model in SEM–PLS. The researchers used the criteria to determine whether the
questionnaire was valid when referring to the loading factor being more than 0.05.

The results of the study show that each indicator of staff awareness (SA), staff partici-
pation (SP), top management support (TMS), and income-generating performance (IGP)
has a loading factor that is more than 0.05, and each is significant (p < 0.001). Discriminant
validity is fulfilled if the average variance extracted (AVE) from the extracted average
variation must be higher than the correlation involving the latent variable. The results
for AVE show 0.599, 0.762, 0.691, and 0.732. These results indicate that the question items
given to the respondents are valid and can be used to measure the constructs of the study.
The reliability test also shows Cronbach’s alpha > 0.7 and composite reliability > 0.8. The
loading factor of SA, SP, TMS, and IGP Cronbach’s alpha result show 0.916, 0.728, 0.963,
and 0.72. The result of composite reliabilities for SA, SP, TMS, and IGP are 0.930, 0.865,
0.967, and 0.974. These results explain that the question items on the research variables con-
sistently measure each variable or are reliable and can be used. The tests on the outer model
show that the construct meets validity and reliability. Tables 1 and 2 below present the test
results. The other measure for discriminant validity is Heterotrait–monotrait (HTMT) ratio
of correlation. Moreover, Table 3 shows the value of HTMT is below 0.85, which means
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that the research model meets the discriminant validity assessment. The HTMT’s output is
calculated using the formula as in Henseler et al. (2015).

Table 1. Outer Model Results.

Construct AVE Cronbach’s Alpha Composite
Reliability

Staff Awareness 0.599 0.916 0.930
Staff Participation 0.762 0.728 0.865

Top Management Support 0.691 0.963 0.967
Income-Generating Performance 0.732 0.972 0.967

Table 2. Fornell–Larcker.

Staff
Awareness

Staff
Participation

Top
Management

Support

Income-
Generating

Performance

Staff Awareness 0.774
Staff Participation 0.066 0.873

Top Management Support 0.764 −0.084 0.832
Income-Generating

Performance 0.595 −0.086 0.785 0.855

Table 3. HTMT Results.

Staff
Awareness

Staff
Participation

Top
Management

Support

Income-
Generating

Performance

Staff Awareness -
Staff Participation 0.138 -

Top Management Support 0.820 0.119 -
Income-Generating

Performance 0.812 0.162 0.633 -

4.1.2. Hypotheses Testing

This study uses full collinearity to address the common method bias. The Average full
collinearity VIF (AFVIF) is 2.617, which is accepted because the score is ≤5. The criteria are
accepted if AVIF ≤ 5. This study implements structural equation modeling with WarpPLS
to analyze the research hypotheses. In summary, the Fit and Quality Indices model is
presented in Table 4.

The study used structural equation modeling (SEM) with the WarpPLS approach
to analyze the research hypotheses. Model Fit and Quality Indices indicators include
Average Path Coefficient (APC), Average R-squared (ARS), Average Variance Inflation
Factor (AVIF), Average full collinearity VIF (AFVIF), Tenenhaus GoF (GoF), Sympson’s
Paradox Ratio (SPR), R-Squared Contribution Ratio (RSCR), Statistical Suppression Ratio
(SSR), and Nonlinear Bivariate Causality Direction Ratio (NLBCDR).

The output results of Table 5 show that the indicator value of APC = 0.355, ARS =
0.624, and AARS = 0.616. The three indicators were significant at p < 0.001, far from the
criteria for p < 0.05, so all of them fulfilled the good criteria. The indicators AVIF = 1.629
and AFVIF = 2.617 are ideal and accepted because they are far below 5, so there is no
multicollinearity between the independent variables. The GoF value, which measures the
model’s explanatory power of 0.722, is included in the ideal criteria. The SPR, RSCR, SSR,
and NLBCDR indicators are worth 1.000, so they meet the ideal criteria. The conclusion
is that the model from this study fits with the data so that it can continue to the next test.
The following is an image of the research model and the results obtained based on data
processing using the WarpPLS 6.0 program (Table 6).
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Table 4. Results of Fit Test and Quality Indices.

No Model Fit and Quality Indices Fit Criteria Results Notes

1. Average Path Coefficient (APC) p = 0.002 0.335
p < 0.001 Accepted

2. Average R-squared (ARS) p < 0.001 0.624
p < 0.001 Accepted

3. Average adjusted
R-squared (AARS) p < 0.001 0.616

p < 0.001 Accepted

4. Average block VIF (AVIF) Accepted if ≤5,
ideally ≤ 3.3 1.629 Ideal

5. Average full collinearity
VIF (AFVIF)

Accepted if ≤5,
ideally ≤ 3.3 2.617 Accepted

6. Tenenhaus GoF (GoF)
small ≥ 0.1,

medium ≥ 0.25,
large ≥ 0.36

0.722 Large, Accepted

7. Sympson’s Paradox Ratio (SPR) Accepted if ≥0.7,
ideally = 1 1.000 Accepted

8. R-squared Contribution Ratio
(RSCR)

Accepted if ≥0.9,
ideally = 1 1.000 Accepted

9. Statistical Suppression Ratio
(SSR) Accepted if ≥0.7 1.000 Accepted

10. Nonlinear Bivariate Causality
Direction Ratio (NLBCDR) Accepted if ≥0.7 1.000 Accepted

Table 5. Hypotheses Testing Results (Direct Effect).

Hypothesis
Relationship between Variables

Path Coeff. p-Values Notes
Explanatory Variable > Responded Variable

H1 Staff Awareness (SA) > Income-Generating
Performance (IGP) −0.01 0.46 Rejected

H2 Staff Participation (SP) > Income-Generating
Performance (IGP) −0.09 0.17 Rejected

H3 Staff Awareness (SA) > Top Management
Support (TMS) 0.77 <0.01 Accepted

H4 Staff Participation (SP) > Top Management
Support (TMS) −0.13 0.10 Rejected

H5 Top Management
Support (TMS) > Income-Generating

Performance (IGP) 0.77 <0.01 Accepted

Table 6. Hypothesis Testing Results (Indirect Effect).

Hypothesis
Relationship between Variables

Path Coeff. p-Values NotesExplanatory
Variable > Intervening

Variable > Response
Variable

H6
Staff

Awareness
(SA)

>
Top

Management
Support (TMS)

>
Income-

Generating
Performance (IGP)

0.595 <0.01 Accepted

H7
Staff

Participation
(SP)

>
Top

Management
Support (TMS)

>
Income-

Generating
Performance (IGP)

−0.094 0.078 Rejected
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Hypothesis testing in WarpPLS analysis using t-test. The decision rule for hypothesis
testing is as follows: if the p-value is 0.10 (alpha 10%), it is weakly significant. If the p-value
of 0.05 (alpha 5%) is significant, and if the p-value is 0.01 (alpha 1%), it is highly significant.
Based on data processing, the output path coefficients and p-values are obtained in Tables 5
and 6 below.

The test results in Table 5 show that the path coefficient of staff awareness to income-
generating performance is −0.01, p-value 0.46 or >0.05. This means that there is no effect
of staff awareness on income-generating performance. The path coefficient of staff partici-
pation to income-generating performance is −0.09 with p-values of 0.17 or >0.05, which
means that staff participation does not affect income-generating performance. Furthermore,
the path coefficient of staff awareness of top management support has a value of 0.77 with
p-values < 0.01 or <0.05, which means that staff awareness influences top management sup-
port (highly significant). The coefficient of the path of staff participation to top management
support is −0.13 with p-values of 0.10 or >0.05. This means that the participation of staff
does not affect top management support. Then, the path coefficient on top management
support to income-generating performance shows a value of 0.77 with p-values of <0.01 or
<0.05, so that top management support influences income-generating performance (highly
significant). The conclusion is that H1, H2, and H4 are rejected, while H3 and H5 are
accepted.

The results of the indirect effect in Table 6 show that the path coefficient of the influence
of staff awareness on income-generating performance through top management support
shows a value of 0.595 with p-values < 0.01 or <0.05. Top management support can mediate
the effect of staff awareness on income-generating performance. Therefore, H6 is accepted.
Furthermore, the effect of staff participation on income-generating performance through
top management shows a coefficient value of −0.094 with p-values of 0.078 or >0.05. This
means that top management support cannot mediate the effect of staff participation on
income-generating performance. Therefore, H7 is rejected (Figure 2).
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4.2. Discussion

A legal entity university generates income and increases its income-generating capacity.
Additional income can ease the burden on universities for various program expenditures or
functions. This is not exactly considered government participation because of the sharing of
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funding between the government and universities. The income generated will significantly
help increase the resources available to universities.

Problems in higher education institutions related to regulations, management, leader-
ship, and organizational management can be solved by institutional theory (Cai and Mehari
2015). Furthermore, Kezar and Sam (2013) stated that faculty members and leaders have
an essential role in influencing the institutionalization process in higher education. In line
with this, the respondents in this study are faculty members and leaders who are members
of the income-generating management work unit, which is used to determine the influence
of staff awareness, staff participation, and top management support on income-generating
performance in universities, either directly or indirectly.

4.2.1. Staff Awareness Influences on Income-Generating Performance

Awareness is the individual’s ability to make contact with his environment and himself
(through his five senses) and restrict his environment and himself (through attention). Staff
awareness in activities is a condition in which staff focuses on the initiative, seeks, and can
select the stimuli the leadership provides. In the context of employees in a higher education
environment with many standard operating procedures, an employee tends to feel in a
comfort zone. Hence, the level of awareness could be higher.

This study has lessened the effect of staff awareness on income-generating perfor-
mance. Staff who are aware of work practices in their environment tend to use innovative
work practices (Garg and Lal 2015). One form of innovative practice in higher education
institutions is income-generating activities so that all staff can generate income, which then
impacts increasing income-generating performance. However, even though staff or employ-
ees are aware of implementing innovative practices in their work by generating income,
they have yet to be able to improve income-generating performance directly. Staff need to
be part of the income-generating policymakers to impact income-generating performance.

4.2.2. Staff Participation Influences on Income-Generating Performance

Staff participation in an agency plays a significant role in the decision-making process.
Employees are granted the opportunity to influence management decisions and can con-
tribute to improving the performance of their organization. However, in carrying out their
activities, there are many conditions when they are reluctant to convey their creative ideas.
They can be passive, so they cannot provide changes in organizational performance.

The study results indicate that staff participation cannot affect income-generating
performance. Uribetxebarria et al. (2021) revealed that the productivity of the organization’s
staff reflects the performance of an organization, then staff participation does not have a
positive effect on organizational performance but has a negative effect. That is, a higher staff
participation in the organization indicates the low productivity of staff, or it means that the
higher productivity of staff has a relationship with the low participation of staff. Assume
staff with high productivity can produce many innovations regarding income-generating
activities (ceteris paribus), thus causing a high work intensity. This makes staff focus only
on work rather than caring about their participation in the organization for more than
just using staff productivity in measuring income-generating performance. This is more
complex, i.e., accountability, profitability, transparency, and competitiveness.

This research allows staff who do not have direct job notes in income-generating
activities to assess that staff do not require participation. However, each staff member has
an essential role in overcoming external pressure, strengthening the organization from
within, and making organizational change through institutional entrepreneurship and work
(van der Westhuizen et al. 2012). Furthermore, staff participation is the key to successfully
implementing quality management (Lam et al. 2015).

4.2.3. Staff Awareness Influences Top Management Support

Employee awareness reflected in action determines the role of the chancellor in real-
izing various kinds of income-generating implementation policies. The initial principle
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built is that individuals focus on non-material factors and are only normative. In this
principle, the element of forming awareness enables more than an approach to the element
of obligation so that several components can be considered, including the value system
believed by the individual, perspective or attitude, and behavior.

Ritter (2006) states that one of the first stages in making ethical decisions is a person’s
moral awareness; for example, they may perform actions based on ethical principles. Staff
awareness of their actions can influence top management in making ethical decisions. This
is because attention from natural awareness has a positive relationship with self-leadership
and organizational transformation leadership to expand leadership knowledge about ethical
decision-making models (King and Haar 2017; Small and Lew 2019). Ruedy and Schweitzer
(2010) state that many unethical decisions stem from a lack of worker awareness. Staff who
are aware of how their work experiences impact ethical decision-making and staff with high
awareness tend to make more ethical decisions (uphold ethical standards) than staff with
low awareness. Thus, staff who have high awareness are less likely to commit fraud.

4.2.4. Staff Participation Influences Top Management Support

Employee involvement plays a role in realizing the success of a program. Participation
can increase motivation because employees feel more accepted and involved in every
activity in the agency. Self-esteem, job satisfaction, and cooperation with leaders can also
automatically increase, and vice versa. According to employee motivation, they cannot
give their best performance. As with the implementation of income-generating as a form of
educational autonomy policy, employee involvement is the main driving force for higher
education performance. However, much of their involvement is so low that they cannot
contribute to the leadership.

The results show staff need to contribute to top management decisions about income-
generating policies. The task of the income-generating staff at the university is to ensure
that the management of income-generating follows the standard operating procedure (SOP).
It is possible to make all broad decisions and long-term to be the responsibility of certain
management levels and external parties of the university. Huy (2001) and Daft (2010) state
that middle management is responsible for the central business units and departments
setting, planning, and implementing goals that align with top management’s goals. This
study involves all staff receiving the value from management participation, so the study’s
results have yet to show that management at all levels participates in making decisions.
Staff with lower management levels (low management) may only have little participation
or even no responsibility in making management decisions about income-generating.

The results of this study are inversely proportional to Irawanto’s (2015) statement
that to ensure staff participation in decision-making, leaders need to permit all staff to
express their opinions or interfere during decision-making. That way, staff participation
can influence decision-making (Irawanto 2015). Furthermore, we must categorize each
decision requiring staff participation and involvement to increase staff participation. Staff
participation can impact decision-making if there are variations in the decision (Oluwatayo
et al. 2017). If an organization does not identify which decisions require staff participation,
staff will respond to low participation or even have no participation.

4.2.5. Top Management Support Influences on Income-Generating Performance

Policies compiled by the central leadership (Rector) can massively affect the perfor-
mance of tertiary institutions. Rector policies such as regulations regarding the identifica-
tion of additional income, types of additional income, mechanisms for collecting additional
income, and regulations regarding the amount of additional income that enters the Rector’s
account can improve income-generating performance. This is in line with the resource-
dependent theory, which explains that universities can identify funding sources to increase
internal income. It reduces dependence on government funding so that universities can
exist and significantly contribute to the academic community’s welfare and the better
performance of higher education institutions and society.



Int. J. Financial Stud. 2023, 11, 25 13 of 17

According to institutional theory, efforts to deal with internal and external pressures
are to look to their peers before making strategic decisions (DiMaggio and Powell 1983).
Additionally, resource dependence theory also explains the policies made by universities
or strategic decisions related to income generation, namely by considering environmental
conditions or other universities that have become legal entity universities through the
role of top management. Institutional theory in Turner and Angulo (2018) becomes a
pillar in top management for making high-risk decisions by offering robust predictions for
conducting studies on problems that exist in universities. More precisely, the theory tries to
abandon some rules that require standardized testing.

The top management has a vital role in organizational performance, for example,
income-generating activities. The implementation of strategic plans to achieve good or-
ganizational performance is influenced by top management support (Li and Tobias 2022;
Shillingi 2017). Decision-making made by top management has a significant influence
on the implementation of the strategic plan. When staff have low experience and leader-
ship skills, organizational performance may decline. Furthermore, Li and Tobias (2022)
emphasize that staff are leaders in all aspects of the company. Staff can manage, control,
and evaluate all activities inside and outside the organization. Top management support
and staff performance are two agents of internal change in an organization adopting a
management innovation (Yu et al. 2022). Leaders who can carry out their role to sup-
port organizational members at work make staff tend to exert effort for successful project
execution (de Bakker et al. 2010).

4.2.6. Top Management Mediate the Staff Awareness of Income-Generating Performance

Staff awareness is not able to directly affect income-generating performance. However,
top management support can mediate the relationship between both. King and Haar (2017)
demonstrated that the relationship to organizational transformation leadership is best
understood as a mediated process. There is a mutual relationship between staff who have
awareness and top management in making decisions about income-generating. The first
stage of producing ethical income-generating decisions requires the awareness of ethical
staff (Ritter 2006).

Furthermore, Reb et al. (2014) found that attentive supervisors positively impacted
the well-being and performance of their staff. Leadership provides greater clarity around
the potential influence of work awareness on job performance (Dane and Brummel 2013).
Therefore, staff with awareness must be kept from the leadership role. Leaders can increase
staff awareness at work, impacting staff welfare and performance and leading to organi-
zational performance (Reb et al. 2014). Glomb et al. (2011) agree that staff awareness can
improve various aspects, such as social relations, resilience, and staff performance.

Staff or employees who are aware of managing income generation will influence
income-generating performance. Work awareness helps staff improve welfare in the work-
place as a factor of job satisfaction. Efforts that can be made to increase staff awareness at
work can be made by carrying out awareness training that aims to reduce staff stress at
work, increase job satisfaction, and improve their performance. Hyland et al. (2015) state
that mindful workers can reduce stress, improve mental health, physical health, and cogni-
tive function, and improve performance and well-being. Staff with low-stress levels can
increase their productivity. On the other hand, stressed staff can reduce their productivity
by up to 53.2% (Safitri 2019), so organizational goals cannot be achieved.

4.2.7. Top Management Support Mediate the Staff Participation in Income-Generating
Performance

The study’s results indicate that top management’s role has not been successful in
mediating staff participation in income-generating performance. The result is in line with
the findings of Oluwatayo et al. (2017): staff participation in making decisions on company
performance does not have a significant effect. This is due to the assumption that staff
involvement in decision-making, such as the implementation of work and organizational
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and operational activities, will result in poor company performance or result in low income.
The other results differ from Chukwuemeka’s (2020) study, which states that staff partici-
pation in decision-making has a significant positive effect on organizational performance.
This is because staff motivation needs to be formed in the organization. The low motivation
of staff is because their existence has not been recognized by the leadership, as evidenced
by the lack of critical organizational meetings involving staff. The other research, Benn
et al. (2015), revealed that staff participation would gradually increase staff engagement
in the organization and impact organizational performance (Bailey et al. 2017). Efforts
to increase staff participation in the organization are to hold meetings between leaders
and subordinates on essential issues every month or three months to stimulate morale
and increase self-motivation. The meeting serves as a medium for staff actualization and
the creation of a good feeling in staff for being recognized and valued in the organization
(Chukwuemeka 2020).

5. Conclusions

Staff awareness cannot directly affect income-generating performance because staff
who have awareness about work practices will form innovative work practices. However,
these innovative work practices are not the primary determinant of income-generating
performance because, in practice, income-generating requires a decision from superi-
ors. Top management support can mediate the relationship between staff awareness and
income-generating performance. The results show that efforts to achieve income-generating
performance require a wise decision from top management support regarding income gen-
erating. The first step to making ethical decisions is the ethical awareness of staff so that
the resulting decisions are ethical, especially regarding income generation.

Furthermore, staff participation does not affect top management support because
certain management levels carry out decisions about income generation, so the distribution
of lower-level management positions does not yet have a maximum contribution in making
decisions. This impacts the role of top management support, which cannot mediate the
relationship between staff participation and income-generating performance. In addition,
efforts to increase staff participation can be made by categorizing each decision that requires
staff participation and staff involvement.

The theoretical implication of this research is to explain the existence of universities in
maintaining and adjusting the funding autonomy policy from the government. Theoreti-
cally, this study explains that RDT can determine financial resources, infrastructure needs,
and information from an environment that depends on external resources. Additional
income to improve the quality of education can be attained through several public financing
techniques that can contribute to agencies, academics, and society. This means that, by
becoming a legal entity state university, tertiary institutions will not experience a shortage
of funding.

From a managerial implication point of view, the implementation of income-generating
policies involves many parties, including staff and leaders, so it requires qualified human re-
source management. The staff can join some financial training based on the new regulation.
Additionally, the university must give detailed socialization about the job description and
responsibility when performing some income-generating activities. The encouragement
and motivation of staff need to be performed to increase their performance and create
awareness for achieving additional income targets. Stimulus in the form of promotion or
remuneration can improve income-generating performance.

Furthermore, from the aspect of policy implications, the management of income
generation can optimize existing internal policies. Internal policies include the Rector’s
regulations regarding the mechanism for collecting and determining income-generating
rates. All of these policies can be implemented simultaneously by all units or faculties
in tertiary institutions. This form of technical and tariff uniformity can facilitate income-
generating implementation so that it can improve the income-generating performance of
each unit or faculty.



Int. J. Financial Stud. 2023, 11, 25 15 of 17

This study has several limitations: it only focuses on respondents at a specific manage-
ment level, resulting in different perceptions about their participation in influencing top
management support. Therefore, future research can be conducted on certain management
levels; for example, middle-level management (a department). This research also only
focuses on the implementation of income generation, which is an innovative work practice
at Universitas Negeri Semarang. Finally, the research scale can be expanded and apply a
focus group discussion among staff, the dean, and the heads of department to produce
more comprehensive research.
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Abstract: The policy of educational autonomy through legal entity state universities is a very in-
teresting issue. Universities have the authority to manage finances and collect additional income,
specifically generated income. Its successful implementation also provides more significant income to
everyone in the institution through greater incentives, thereby helping to improve the economic con-
ditions of staff, institutions, and all academics. This study examines the empirical evidence of factors
influencing university income-generating performance. This study presents the direct and indirect
effects of staff awareness, staff participation, and top management support on income-generating
performance. This research used a quantitative approach utilizing the structural equation model with
WarpPLS. A questionnaire-based survey collected 111 valid responses. Surveys were distributed to
the appointed persons in charge of each unit, faculty, and university. The results show that staff aware-
ness influences top management support. Top management support also affects income-generating
performance, so it impacts the role of top management support, which can mediate the influence
of managers’ awareness on income-generating performance. On the other hand, staff participa-
tion cannot influence top management support and income-generating performance. This means
that top management support cannot mediate the effect of staff participation on income-generating
performance.

Keywords: income-generating performance; staff awareness; staff participation; top management support

1. Introduction

Education plays an important role not only for individuals but also for society as a
whole. The importance of education and training in the economy has been recognized
worldwide, and countries are making great efforts to provide public funding for the
education sector. Education helps accelerate economic growth through the development of
knowledge and skills. Education is a fundamental pillar in one’s life. Achieving universal
education goals increases the overall need for investment in human resources. In recent
years, governments worldwide have spent significant resources investing in education.

In 1999, the government introduced a higher education autonomy policy, in which the
government provides support and autonomous rights to achieve the university’s vision and
mission as a higher education provider. The government determines whether universities
that meet specific requirements may become legal status state-owned entities, education
legal entities, public service agencies, and public universities with legal entities.

Universitas Negeri Semarang is one of the universities moving from a public service
agency to a public university with legal entity status. This stipulation is outlined in govern-
ment regulation of the Republic of Indonesia number 36 of 2022 concerning state higher
education institutions’ legal entities. The educational autonomy policy impacts education
funding from the government to universities. The involvement of the government becomes
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less because of this autonomy. Universities must be able to increase the amount of funding
from the higher education autonomy policy. Therefore, it is necessary to explore sources of
funds that come not only from educational funding but also from other income-generating
sources.

Education financing has been a joint partnership between the government and other
development partners. Resource dependence theory postulates the behavior of public
institutions to start business ventures for additional income. It also describes the behavior
of educational institutions to create business ventures as a complement to ensuring their
survival. In line with this theory, a university needs tertiary institutions to fulfill the needs
of financial, physical, and informational resources.

In general, Universitas Negeri Semarang has two income categories: income received
from academic and non-academic aspects. The income from the academic aspect is the
Single Tuition Fee (STF). In contrast, non-academic income consists of program grants, fees
for conducting national and international seminars and workshops, room service providers
for celebrations, laboratory rent, canteen, food court, room rental, and journal management
incentives (Mahmud et al. 2022). Income from academic or educational services (STF)
has an already established intercept number because the amount of student STF is visible
with relatively straightforward calculations. The STF amount for each batch is relatively
straightforward; just waiting for payment time. This is different from the nature of non-
academic or educational income. The characteristic of non-academic or educational service
income has an intercept value (in the regression line) of IDR 0 at the beginning of each
year. Increasing income by IDR 1 Billion from the previous year’s realization is not easy
because it always starts with IDR 0. If the previous year’s realization is IDR 50 M (for
example), then increasing IDR 1 Billion to IDR 51 Billion does not mean “only” adding IDR
1 Billion, instead meaning that the income-generating performance target is IDR 51 Billion.
The university is still trying hard to be able to increase the income-generating intercept of
each unit. Moreover, to realize the IDR 51 Billion target, it is necessary to have sustainable
business units and non-academic service units to increase the intercepted number. The
form of work unit participation is directed at the emergence of practical ideas from each
work unit which becomes a strong ambition for the work unit to realize. The university
can clearly manage and describe the income potential if it has formed going-concern
business units.

The observations in each unit show that there are still several obstacles, including the
staff’s lack of transparency about the number of funds obtained and reported. Furthermore,
the staff carries out activities that have yet to reach the set targets. Extracting additional
income still needs attention because the sustainability of the education process depends on
the number of funds that can be used for development. The following research resulted in
findings that the problems were caused by unaccountability, unprofessional management,
not being transparent, and non-compliance with the policies set by the university (Siswanto
et al. 2013).

The study of the implementation of income-generating performance is fascinating
because the higher education policy in Indonesia directs tertiary institutions to become
public universities with legal entity status. This means that there is independence for higher
education institutions to seek other sources in addition to funding from the government.
Several factors that influence the implementation of additional income include staff par-
ticipation (Nyamwega 2016; Adan and Keiyoro 2017; Groen et al. 2017), staff awareness
(Arqawi et al. 2018; Rigolizzo and Zhu 2020; Chang et al. 2021), and top management or
leadership policies (Lunani 2014; Liu and Gao 2021).

Staff participation includes determining the increase in income generation so that all
business unit activities can be carried out effectively (Adan and Keiyoro 2017). The staff are
also involved in making decisions about income-generating activities or projects, so creative
and innovative ideas are needed (Adan and Keiyoro 2017; Groen et al. 2017; Nyamwega
2016). The staff’s role in commitment and motivation can provide strong support for
income-generating performance. Staff commitment and the motivation of managers are
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shown, among others, through efforts to contribute thoughts and energy and make the
right decisions (Iravo 2014; Miranda and Celestino 2016; Kipkoech 2018).

Staff’s awareness of all income-generating activities can also improve organizational
performance (Chang et al. 2021). Self-awareness is an extension of the self, reflecting how
an individual understands and evaluates himself in his work (Arqawi et al. 2018; Rigolizzo
and Zhu 2020). With the help of self-awareness, one is empowered to make changes,
build strengths, and identify places to improve (Chang et al. 2021; Rigolizzo and Zhu
2020). Furthermore, top management support related to income-generating management
mediates the staff’s participation (Lunani 2014) and awareness (Liu and Gao 2021).

This research provides theoretical and practical contributions. The theoretical con-
tribution is to contribute knowledge related to the independence of university education
funding from the central government. Universities can also survive with other funding
sources, which are managed using the principle of educational autonomy. The existence of
higher education institutions is good when they can optimally collect additional income for
the welfare of the institution, academic community, and society. Its practical contribution is
to provide an overview of the practice of identifying and classifying additional funding
originating from the educational autonomy policy. The government must also continue
to share income, considering that it is the government’s obligation following the 1945
Constitution that the state educates the nation’s life.

Furthermore, this study aims to analyze the influence of determinant factors influenc-
ing university income-generating performance. This study reveals the direct and indirect
effects of staff awareness, staff participation, and top management support on income-
generating performance. The novelty of this study is in the staff awareness variable, which
is the moderating variable. It is based on recommendations from the research results
of Adan and Keiyoro (2017). Staff awareness is a driver of policy success and income-
generating performance. The study comprehensively explains the interrelationships among
those variables.

2. Literature Review and Research Hypotheses Development
2.1. Resources Dependence Theory

The income-generating university is an application of the Resources Dependence
Theory (RDT), explaining the behavior of institutions to carry out business initiatives
as additional income. RDT is applied to describe institutional behavior in developing
business ventures for extra income so that institutions can survive in meeting budgetary
needs. The characteristics of the Resources Dependence Theory are needed to determine the
resources, financial, infrastructure, and information needs of an environment that depends
on external resources. One of the postulates in this theory is that organizations depend on
external resources, resulting in inadequate control over the external environment, which
can interfere with achieving organizational goals (Hillman et al. 2009). Additional income to
improve the quality of education can be achieved with several public financing techniques.
One is the gradual decline of public financing techniques so that universities experience
sufficient funding. Therefore, in the end, it threatens the organization’s existence.

The most important note in this theory is the effectiveness related to the proactive man-
agement of a competitive external environment to support its efforts to earn income (Pautz
2014). So far, RDT has been applied to explain how organizations can reduce dependency
and uncertainty in their organizational environment. It is necessary to understand organi-
zational behavior in the organizational environment. Organizations reduce the external
influence and increase the power of the organization itself (Aldrich 1976). Organizational
actions, such as forming interlocks, alliances, joint ventures, and mergers and acquisitions,
are performed to overcome dependency and improve organizational autonomy and legiti-
macy. At the same time, resource dependence theory is one of many organizational theories
that characterize organizational behavior.
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2.2. Staff Awareness

Staff awareness in carrying out activities properly and correctly according to prede-
termined goals is a form of involvement in successfully implementing income generation.
Various types of individual personality and environmental conditions can shape awareness
to action. As with RDT, environmental information can determine personal awareness.
Awareness refers to a person’s conscious experience of the content of thoughts, including
their breadth and clarity (Mikulas 2011). Brown and Ryan (2003) suggest that awareness is
the background of the awareness “radar,” by which they continuously monitor the external
and internal environment. A person may be aware of a stimulus without being the center
of attention.

Staff awareness influences performance. Awareness enables individuals to be more
receptive to the development of their environment, enabling them to respond effectively
to challenges and changing situations (Dane 2011; Salvato 2009; Weick and Sutcliffe 2006).
Awareness of any practice or phenomenon is vital as it leads to proper implementation
and facilitation. When employees are aware of their environmental work practices, they
will use innovative work practices, ultimately affecting the performance of individuals
and the organization (Garg and Lal 2015). Furthermore, Garg and Lal (2015) state that
awareness of practice reduces the fear of uncertainty and concern about changes occurring
in an organization.

An aware staff is relatively easier to adapt to new practices than unaware employees.
One form of the new practice in universities is implementing income generation. Every
work unit at the university has the opportunity to generate income. In this case, increasing
revenue is one aspect of improving the organization’s overall performance. Staff who
have an awareness of collecting all income-generating activities will have an impact on
improving performance. The innovative practices implemented in each program reflect
staff awareness. Staff with a high level of awareness can also deal with any policy changes
in the organization. Management awareness is essential to survive in a constantly changing
environment and have high competitiveness.

2.3. Staff Participation

Participation that encourages staff involvement in decision-making will impact im-
proving performance. In income-generating universities, a staff of work units with a high
participation level will encourage more effective decision-making. In this case, the staff can
provide innovative ideas or ideas to increase income generation. When the work unit staff
makes decisions, they will feel motivated to work and be responsible for improving their
performance, which is partially comprised of increasing income.

Staff participation is a process by which staff can take control over their work and
conditions by devoting involvement to making decisions regarding their work (Strauss
2006). In the process, employees share decision-making power regarding their duties with
their superiors (Khalid and Nawab 2018). Participation can be informal, formal, consultative,
delegative, direct, or indirect. Moreover, van der Westhuizen et al. (2012) define staff
participation as the totality of direct (personal or with the owner) or indirect (through
owner’s representation) forms in which individuals or groups guarantee their interests or
contribute to the decision-making process. Each work practice’s form of staff participation
is examined (Khalid and Nawab 2018). It consists of the capacity to influence the design or
change in organizational systems in which employees are involved and may also consult on
broad and long-term organizational issues. These forms of participation affect employee
retention, organizational productivity, and efficiency (Bhatti and Nawab 2011).

Based on the concept of staff participation, Tchapchet et al. (2014) revealed that
there are several benefits for employees and managers, including (1) making employees
participate in decision-making is an acknowledgment of the vital role that employees
play in an organization and also a recognition of their economic rights; (2) involving
employees in decision-making is a form of the democratic principle in the workplace
where employees can have more significant influence in decisions that will affect their
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lives at work; (3) involving employees in decision-making will help to reduce retention,
absenteeism, the number of complaints, and it will result in a more cooperative relationship
between the management and workforce.

Participation that encourages employee involvement in decision-making will impact
improving performance. In income-generating universities, managers of work units with a
high participation level will encourage more effective decision-making. In this case, the
manager can provide innovative ideas or ideas to increase income generation. When the
work unit manager makes decisions, they will feel motivated to work and be responsible
for improving their performance, which is partially composed of increasing income.

2.4. Top Management Support

The higher education autonomy policy provided by the government provides flexibil-
ity to manage existing resources optimally. A derivative regulation is needed to implement
this autonomy successfully, which forms the basis for the legality of the implementation
of activities. Central leadership support in the form of the legality of the Rector’s policy
or the Rector’s regulations which provide guidelines for resource management, plays a
significant role in achieving the planned income-generating target.

The research show that top management support is one of the essential factors in
driving a project’s success (Ahmed and Mohamed 2017). Leadership policy is one form
of top management support that can affect the implementation of income generation. A
policy will continuously evolve, from distributing or mentioning income or benefits from
different income-generating activities or projects to various stakeholders or university
entities (Kiamba 2004). Grizzle and Pettijohn (2002) state that the policy of implementing
income generation is a dynamic process in the interaction of many factors. Four factors
that play a role in implementing a public policy are communication, resources, disposition
or attitude, and bureaucratic structure (Siswanto et al. 2013).

Top management support is one of the practical control tools in implementing income-
generating activities for each work unit. Thus, the policy can be a factor in encouraging
increased income generation. Top management support policies can be a mediating factor
for staff awareness and participation to increase income-generating performance. Staff with
high awareness and participation will devote all efforts to encouraging good performance.
Involvement in decision-making related to income-generating implementation can create
good income-generating policies, encouraging increased income generation.

Based on those as mentioned earlier, the hypotheses and theoretical framework devel-
oped as follows (Figure 1):
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Hypothesis 1 (H1). Staff awareness influences income-generating performance.

Hypothesis 2 (H2). Staff participation influences income-generating performance.

Hypothesis 3 (H3). Staff awareness influences top management support.

Hypothesis 4 (H4). Staff participation influences top management support.
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Hypothesis 5 (H5). Top management support influences income-generating performance.

Hypothesis 6 (H6). Staff awareness has an influence on income-generating performance through
top management support.

Hypothesis 7 (H7). Staff participation influences income-generating performance through top
management support.

3. Methods
3.1. Research Design

This quantitative research emphasizes the analysis of numerical data or numbers
obtained by statistical methods and is carried out in inferential research to test hypotheses.
Further, the study can obtain the significance of the relationship between the variables. The
procedure of this research is first to determine the central theme or problem management
related to the implementation of income generation in each unit, faculty, and study program.
At this stage, the researchers performed analysis by a search for sources in the literature
and observations in units. Furthermore, they analyzed the internal control of income-
generating implementation by reviewing international journal articles and making research
instruments. After that, data processing became the next step before having the discussions
to obtain recommendations and outputs. The recommendations have been the material for
evaluating the implementation of the income-generating program.

3.2. Population and Research Sample

One of the research topics in the social humanities field in the strategic plan of Uni-
versitas Negeri Semarang is the socio-economic field. In this research, the socio-economic
field studied regards the addition of income (income generation). Through the flexibility
of financial management, universities are incentivized to generate income through the
services provided and the use of physical and non-physical assets. University performance
measures from a financial perspective are of great importance, following the customer
perspectives. Therefore, university income is exciting to study because it is very diverse.

The population of this study is staff in charge of activities that generate income. Based
on the income-generating data at the university, there are 154 staff in eighteen work units.
Using the Slovin formula (Slovin 1960), the number of samples obtained is 111, with a
degree of leniency of 5%. The random sampling technique produces the samples.

n =
N

1 + N(e)2

n =
154

1 + 154 (0.05)2 = 111.19 = 111

3.3. Research Variables

The research variables consist of the dependent variable, the mediating variable, and
the independent variable. Income-generating performance is the dependent variable, staff
participation and awareness are independent variables, and top management support is
a mediating variable. Income generating is the performance shown by the results of the
mechanism of all activities generating income. The research instrument was developed
using income-generating performance indicators: accountability, profitability, transparency,
and competitiveness (Towett et al. 2019). The instrument is divided into several parts using
a Likert scale of 1–5 to assess respondents’ responses.

Staff awareness is an extension of self, reflecting how an individual understands
and evaluates his work. The staff awareness indicators are self-values and moral sense
(Chang et al. 2021). Furthermore, staff participation is the role of the staff involved in the
implementation of income generation with indicators of work motivation and commitment
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(Adan and Keiyoro 2017). The research instrument uses a Likert scale of 1–5 to assess
respondents’ responses.

Top management support is the Rector’s policy support for implementing income-
generation. Top management support indicators provide resources, structural arrange-
ments, communication, expertise, authority, and power. Instrument development using
top management support research instruments (Ahmed and Mohamed 2017) with a Likert
scale of 1–5.

3.4. Data Collection and Analysis Methods

The data collection methods used are questionnaires and documentation. Question-
naires explore income-generating performance, staff awareness, staff participation, and top
management support, while documentation is a tool to obtain data on the number of staff.
This study uses statistical analysis to answer research questions and test hypotheses by
analyzing and testing empirical models.

The next step is testing the research hypothesis using structural equation modeling (SEM)
with the WarpPLS approach. Structural equation modeling–partial least squares (SEM–PLS)
was utilized to test the hypothesis. SEM–PLS works by measuring path relationships
together to check problem statistics. SEM–PLS also tends to address the problem of data
distribution and multicollinearity. SEM–PLS is also suitable for this study because it
requires minimal data assumptions and relatively small data and sample requirements
(Pratolo et al. 2020). These research questions test the relationship between variables rather
than fitting the research model, which is another reason SEM–PLS is more suitable than
covariance-based SEM.

Using the structural analysis model, this study tries to explain the relationship and
interdependence of research variables. This model is an alternative for situations where
the theoretical basis for the design is weak and some indicators do not meet the reflective
measurement model, so it is formative. SEM–PLS is a powerful analytical method because it
does not require many assumptions and the sample size can be small or large. Additionally,
being able to be used as a confirmation of theory (hypothesis testing), SEM–PLS can build
relationships for which there is no theoretical basis or for testing propositions.

4. Results and Discussion
4.1. Results
4.1.1. Measurement Model

The validity and reliability of the research questionnaire are necessary before testing the
hypotheses. The study conducted a convergent and discriminant validity test on the research
instrument. Convergent validity is part of the measurement model, usually referred to as
the outer model in SEM–PLS. The researchers used the criteria to determine whether the
questionnaire was valid when referring to the loading factor being more than 0.05.

The results of the study show that each indicator of staff awareness (SA), staff partici-
pation (SP), top management support (TMS), and income-generating performance (IGP)
has a loading factor that is more than 0.05, and each is significant (p < 0.001). Discriminant
validity is fulfilled if the average variance extracted (AVE) from the extracted average
variation must be higher than the correlation involving the latent variable. The results
for AVE show 0.599, 0.762, 0.691, and 0.732. These results indicate that the question items
given to the respondents are valid and can be used to measure the constructs of the study.
The reliability test also shows Cronbach’s alpha > 0.7 and composite reliability > 0.8. The
loading factor of SA, SP, TMS, and IGP Cronbach’s alpha result show 0.916, 0.728, 0.963,
and 0.72. The result of composite reliabilities for SA, SP, TMS, and IGP are 0.930, 0.865,
0.967, and 0.974. These results explain that the question items on the research variables con-
sistently measure each variable or are reliable and can be used. The tests on the outer model
show that the construct meets validity and reliability. Tables 1 and 2 below present the test
results. The other measure for discriminant validity is Heterotrait–monotrait (HTMT) ratio
of correlation. Moreover, Table 3 shows the value of HTMT is below 0.85, which means
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that the research model meets the discriminant validity assessment. The HTMT’s output is
calculated using the formula as in Henseler et al. (2015).

Table 1. Outer Model Results.

Construct AVE Cronbach’s Alpha Composite
Reliability

Staff Awareness 0.599 0.916 0.930
Staff Participation 0.762 0.728 0.865

Top Management Support 0.691 0.963 0.967
Income-Generating Performance 0.732 0.972 0.967

Table 2. Fornell–Larcker.

Staff
Awareness

Staff
Participation

Top
Management

Support

Income-
Generating

Performance

Staff Awareness 0.774
Staff Participation 0.066 0.873

Top Management Support 0.764 −0.084 0.832
Income-Generating

Performance 0.595 −0.086 0.785 0.855

Table 3. HTMT Results.

Staff
Awareness

Staff
Participation

Top
Management

Support

Income-
Generating

Performance

Staff Awareness -
Staff Participation 0.138 -

Top Management Support 0.820 0.119 -
Income-Generating

Performance 0.812 0.162 0.633 -

4.1.2. Hypotheses Testing

This study uses full collinearity to address the common method bias. The Average full
collinearity VIF (AFVIF) is 2.617, which is accepted because the score is ≤5. The criteria are
accepted if AVIF ≤ 5. This study implements structural equation modeling with WarpPLS
to analyze the research hypotheses. In summary, the Fit and Quality Indices model is
presented in Table 4.

The study used structural equation modeling (SEM) with the WarpPLS approach
to analyze the research hypotheses. Model Fit and Quality Indices indicators include
Average Path Coefficient (APC), Average R-squared (ARS), Average Variance Inflation
Factor (AVIF), Average full collinearity VIF (AFVIF), Tenenhaus GoF (GoF), Sympson’s
Paradox Ratio (SPR), R-Squared Contribution Ratio (RSCR), Statistical Suppression Ratio
(SSR), and Nonlinear Bivariate Causality Direction Ratio (NLBCDR).

The output results of Table 5 show that the indicator value of APC = 0.355, ARS =
0.624, and AARS = 0.616. The three indicators were significant at p < 0.001, far from the
criteria for p < 0.05, so all of them fulfilled the good criteria. The indicators AVIF = 1.629
and AFVIF = 2.617 are ideal and accepted because they are far below 5, so there is no
multicollinearity between the independent variables. The GoF value, which measures the
model’s explanatory power of 0.722, is included in the ideal criteria. The SPR, RSCR, SSR,
and NLBCDR indicators are worth 1.000, so they meet the ideal criteria. The conclusion
is that the model from this study fits with the data so that it can continue to the next test.
The following is an image of the research model and the results obtained based on data
processing using the WarpPLS 6.0 program (Table 6).
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Table 4. Results of Fit Test and Quality Indices.

No Model Fit and Quality Indices Fit Criteria Results Notes

1. Average Path Coefficient (APC) p = 0.002 0.335
p < 0.001 Accepted

2. Average R-squared (ARS) p < 0.001 0.624
p < 0.001 Accepted

3. Average adjusted
R-squared (AARS) p < 0.001 0.616

p < 0.001 Accepted

4. Average block VIF (AVIF) Accepted if ≤5,
ideally ≤ 3.3 1.629 Ideal

5. Average full collinearity
VIF (AFVIF)

Accepted if ≤5,
ideally ≤ 3.3 2.617 Accepted

6. Tenenhaus GoF (GoF)
small ≥ 0.1,

medium ≥ 0.25,
large ≥ 0.36

0.722 Large, Accepted

7. Sympson’s Paradox Ratio (SPR) Accepted if ≥0.7,
ideally = 1 1.000 Accepted

8. R-squared Contribution Ratio
(RSCR)

Accepted if ≥0.9,
ideally = 1 1.000 Accepted

9. Statistical Suppression Ratio
(SSR) Accepted if ≥0.7 1.000 Accepted

10. Nonlinear Bivariate Causality
Direction Ratio (NLBCDR) Accepted if ≥0.7 1.000 Accepted

Table 5. Hypotheses Testing Results (Direct Effect).

Hypothesis
Relationship between Variables

Path Coeff. p-Values Notes
Explanatory Variable > Responded Variable

H1 Staff Awareness (SA) > Income-Generating
Performance (IGP) −0.01 0.46 Rejected

H2 Staff Participation (SP) > Income-Generating
Performance (IGP) −0.09 0.17 Rejected

H3 Staff Awareness (SA) > Top Management
Support (TMS) 0.77 <0.01 Accepted

H4 Staff Participation (SP) > Top Management
Support (TMS) −0.13 0.10 Rejected

H5 Top Management
Support (TMS) > Income-Generating

Performance (IGP) 0.77 <0.01 Accepted

Table 6. Hypothesis Testing Results (Indirect Effect).

Hypothesis
Relationship between Variables

Path Coeff. p-Values NotesExplanatory
Variable > Intervening

Variable > Response
Variable

H6
Staff

Awareness
(SA)

>
Top

Management
Support (TMS)

>
Income-

Generating
Performance (IGP)

0.595 <0.01 Accepted

H7
Staff

Participation
(SP)

>
Top

Management
Support (TMS)

>
Income-

Generating
Performance (IGP)

−0.094 0.078 Rejected
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Hypothesis testing in WarpPLS analysis using t-test. The decision rule for hypothesis
testing is as follows: if the p-value is 0.10 (alpha 10%), it is weakly significant. If the p-value
of 0.05 (alpha 5%) is significant, and if the p-value is 0.01 (alpha 1%), it is highly significant.
Based on data processing, the output path coefficients and p-values are obtained in Tables 5
and 6 below.

The test results in Table 5 show that the path coefficient of staff awareness to income-
generating performance is −0.01, p-value 0.46 or >0.05. This means that there is no effect
of staff awareness on income-generating performance. The path coefficient of staff partici-
pation to income-generating performance is −0.09 with p-values of 0.17 or >0.05, which
means that staff participation does not affect income-generating performance. Furthermore,
the path coefficient of staff awareness of top management support has a value of 0.77 with
p-values < 0.01 or <0.05, which means that staff awareness influences top management sup-
port (highly significant). The coefficient of the path of staff participation to top management
support is −0.13 with p-values of 0.10 or >0.05. This means that the participation of staff
does not affect top management support. Then, the path coefficient on top management
support to income-generating performance shows a value of 0.77 with p-values of <0.01 or
<0.05, so that top management support influences income-generating performance (highly
significant). The conclusion is that H1, H2, and H4 are rejected, while H3 and H5 are
accepted.

The results of the indirect effect in Table 6 show that the path coefficient of the influence
of staff awareness on income-generating performance through top management support
shows a value of 0.595 with p-values < 0.01 or <0.05. Top management support can mediate
the effect of staff awareness on income-generating performance. Therefore, H6 is accepted.
Furthermore, the effect of staff participation on income-generating performance through
top management shows a coefficient value of −0.094 with p-values of 0.078 or >0.05. This
means that top management support cannot mediate the effect of staff participation on
income-generating performance. Therefore, H7 is rejected (Figure 2).
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4.2. Discussion

A legal entity university generates income and increases its income-generating capacity.
Additional income can ease the burden on universities for various program expenditures or
functions. This is not exactly considered government participation because of the sharing of
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funding between the government and universities. The income generated will significantly
help increase the resources available to universities.

Problems in higher education institutions related to regulations, management, leader-
ship, and organizational management can be solved by institutional theory (Cai and Mehari
2015). Furthermore, Kezar and Sam (2013) stated that faculty members and leaders have
an essential role in influencing the institutionalization process in higher education. In line
with this, the respondents in this study are faculty members and leaders who are members
of the income-generating management work unit, which is used to determine the influence
of staff awareness, staff participation, and top management support on income-generating
performance in universities, either directly or indirectly.

4.2.1. Staff Awareness Influences on Income-Generating Performance

Awareness is the individual’s ability to make contact with his environment and himself
(through his five senses) and restrict his environment and himself (through attention). Staff
awareness in activities is a condition in which staff focuses on the initiative, seeks, and can
select the stimuli the leadership provides. In the context of employees in a higher education
environment with many standard operating procedures, an employee tends to feel in a
comfort zone. Hence, the level of awareness could be higher.

This study has lessened the effect of staff awareness on income-generating perfor-
mance. Staff who are aware of work practices in their environment tend to use innovative
work practices (Garg and Lal 2015). One form of innovative practice in higher education
institutions is income-generating activities so that all staff can generate income, which then
impacts increasing income-generating performance. However, even though staff or employ-
ees are aware of implementing innovative practices in their work by generating income,
they have yet to be able to improve income-generating performance directly. Staff need to
be part of the income-generating policymakers to impact income-generating performance.

4.2.2. Staff Participation Influences on Income-Generating Performance

Staff participation in an agency plays a significant role in the decision-making process.
Employees are granted the opportunity to influence management decisions and can con-
tribute to improving the performance of their organization. However, in carrying out their
activities, there are many conditions when they are reluctant to convey their creative ideas.
They can be passive, so they cannot provide changes in organizational performance.

The study results indicate that staff participation cannot affect income-generating
performance. Uribetxebarria et al. (2021) revealed that the productivity of the organization’s
staff reflects the performance of an organization, then staff participation does not have a
positive effect on organizational performance but has a negative effect. That is, a higher staff
participation in the organization indicates the low productivity of staff, or it means that the
higher productivity of staff has a relationship with the low participation of staff. Assume
staff with high productivity can produce many innovations regarding income-generating
activities (ceteris paribus), thus causing a high work intensity. This makes staff focus only
on work rather than caring about their participation in the organization for more than
just using staff productivity in measuring income-generating performance. This is more
complex, i.e., accountability, profitability, transparency, and competitiveness.

This research allows staff who do not have direct job notes in income-generating
activities to assess that staff do not require participation. However, each staff member has
an essential role in overcoming external pressure, strengthening the organization from
within, and making organizational change through institutional entrepreneurship and work
(van der Westhuizen et al. 2012). Furthermore, staff participation is the key to successfully
implementing quality management (Lam et al. 2015).

4.2.3. Staff Awareness Influences Top Management Support

Employee awareness reflected in action determines the role of the chancellor in real-
izing various kinds of income-generating implementation policies. The initial principle
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built is that individuals focus on non-material factors and are only normative. In this
principle, the element of forming awareness enables more than an approach to the element
of obligation so that several components can be considered, including the value system
believed by the individual, perspective or attitude, and behavior.

Ritter (2006) states that one of the first stages in making ethical decisions is a person’s
moral awareness; for example, they may perform actions based on ethical principles. Staff
awareness of their actions can influence top management in making ethical decisions. This
is because attention from natural awareness has a positive relationship with self-leadership
and organizational transformation leadership to expand leadership knowledge about ethical
decision-making models (King and Haar 2017; Small and Lew 2019). Ruedy and Schweitzer
(2010) state that many unethical decisions stem from a lack of worker awareness. Staff who
are aware of how their work experiences impact ethical decision-making and staff with high
awareness tend to make more ethical decisions (uphold ethical standards) than staff with
low awareness. Thus, staff who have high awareness are less likely to commit fraud.

4.2.4. Staff Participation Influences Top Management Support

Employee involvement plays a role in realizing the success of a program. Participation
can increase motivation because employees feel more accepted and involved in every
activity in the agency. Self-esteem, job satisfaction, and cooperation with leaders can also
automatically increase, and vice versa. According to employee motivation, they cannot
give their best performance. As with the implementation of income-generating as a form of
educational autonomy policy, employee involvement is the main driving force for higher
education performance. However, much of their involvement is so low that they cannot
contribute to the leadership.

The results show staff need to contribute to top management decisions about income-
generating policies. The task of the income-generating staff at the university is to ensure
that the management of income-generating follows the standard operating procedure (SOP).
It is possible to make all broad decisions and long-term to be the responsibility of certain
management levels and external parties of the university. Huy (2001) and Daft (2010) state
that middle management is responsible for the central business units and departments
setting, planning, and implementing goals that align with top management’s goals. This
study involves all staff receiving the value from management participation, so the study’s
results have yet to show that management at all levels participates in making decisions.
Staff with lower management levels (low management) may only have little participation
or even no responsibility in making management decisions about income-generating.

The results of this study are inversely proportional to Irawanto’s (2015) statement
that to ensure staff participation in decision-making, leaders need to permit all staff to
express their opinions or interfere during decision-making. That way, staff participation
can influence decision-making (Irawanto 2015). Furthermore, we must categorize each
decision requiring staff participation and involvement to increase staff participation. Staff
participation can impact decision-making if there are variations in the decision (Oluwatayo
et al. 2017). If an organization does not identify which decisions require staff participation,
staff will respond to low participation or even have no participation.

4.2.5. Top Management Support Influences on Income-Generating Performance

Policies compiled by the central leadership (Rector) can massively affect the perfor-
mance of tertiary institutions. Rector policies such as regulations regarding the identifica-
tion of additional income, types of additional income, mechanisms for collecting additional
income, and regulations regarding the amount of additional income that enters the Rector’s
account can improve income-generating performance. This is in line with the resource-
dependent theory, which explains that universities can identify funding sources to increase
internal income. It reduces dependence on government funding so that universities can
exist and significantly contribute to the academic community’s welfare and the better
performance of higher education institutions and society.
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According to institutional theory, efforts to deal with internal and external pressures
are to look to their peers before making strategic decisions (DiMaggio and Powell 1983).
Additionally, resource dependence theory also explains the policies made by universities
or strategic decisions related to income generation, namely by considering environmental
conditions or other universities that have become legal entity universities through the
role of top management. Institutional theory in Turner and Angulo (2018) becomes a
pillar in top management for making high-risk decisions by offering robust predictions for
conducting studies on problems that exist in universities. More precisely, the theory tries to
abandon some rules that require standardized testing.

The top management has a vital role in organizational performance, for example,
income-generating activities. The implementation of strategic plans to achieve good or-
ganizational performance is influenced by top management support (Li and Tobias 2022;
Shillingi 2017). Decision-making made by top management has a significant influence
on the implementation of the strategic plan. When staff have low experience and leader-
ship skills, organizational performance may decline. Furthermore, Li and Tobias (2022)
emphasize that staff are leaders in all aspects of the company. Staff can manage, control,
and evaluate all activities inside and outside the organization. Top management support
and staff performance are two agents of internal change in an organization adopting a
management innovation (Yu et al. 2022). Leaders who can carry out their role to sup-
port organizational members at work make staff tend to exert effort for successful project
execution (de Bakker et al. 2010).

4.2.6. Top Management Mediate the Staff Awareness of Income-Generating Performance

Staff awareness is not able to directly affect income-generating performance. However,
top management support can mediate the relationship between both. King and Haar (2017)
demonstrated that the relationship to organizational transformation leadership is best
understood as a mediated process. There is a mutual relationship between staff who have
awareness and top management in making decisions about income-generating. The first
stage of producing ethical income-generating decisions requires the awareness of ethical
staff (Ritter 2006).

Furthermore, Reb et al. (2014) found that attentive supervisors positively impacted
the well-being and performance of their staff. Leadership provides greater clarity around
the potential influence of work awareness on job performance (Dane and Brummel 2013).
Therefore, staff with awareness must be kept from the leadership role. Leaders can increase
staff awareness at work, impacting staff welfare and performance and leading to organi-
zational performance (Reb et al. 2014). Glomb et al. (2011) agree that staff awareness can
improve various aspects, such as social relations, resilience, and staff performance.

Staff or employees who are aware of managing income generation will influence
income-generating performance. Work awareness helps staff improve welfare in the work-
place as a factor of job satisfaction. Efforts that can be made to increase staff awareness at
work can be made by carrying out awareness training that aims to reduce staff stress at
work, increase job satisfaction, and improve their performance. Hyland et al. (2015) state
that mindful workers can reduce stress, improve mental health, physical health, and cogni-
tive function, and improve performance and well-being. Staff with low-stress levels can
increase their productivity. On the other hand, stressed staff can reduce their productivity
by up to 53.2% (Safitri 2019), so organizational goals cannot be achieved.

4.2.7. Top Management Support Mediate the Staff Participation in Income-Generating
Performance

The study’s results indicate that top management’s role has not been successful in
mediating staff participation in income-generating performance. The result is in line with
the findings of Oluwatayo et al. (2017): staff participation in making decisions on company
performance does not have a significant effect. This is due to the assumption that staff
involvement in decision-making, such as the implementation of work and organizational
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and operational activities, will result in poor company performance or result in low income.
The other results differ from Chukwuemeka’s (2020) study, which states that staff partici-
pation in decision-making has a significant positive effect on organizational performance.
This is because staff motivation needs to be formed in the organization. The low motivation
of staff is because their existence has not been recognized by the leadership, as evidenced
by the lack of critical organizational meetings involving staff. The other research, Benn
et al. (2015), revealed that staff participation would gradually increase staff engagement
in the organization and impact organizational performance (Bailey et al. 2017). Efforts
to increase staff participation in the organization are to hold meetings between leaders
and subordinates on essential issues every month or three months to stimulate morale
and increase self-motivation. The meeting serves as a medium for staff actualization and
the creation of a good feeling in staff for being recognized and valued in the organization
(Chukwuemeka 2020).

5. Conclusions

Staff awareness cannot directly affect income-generating performance because staff
who have awareness about work practices will form innovative work practices. However,
these innovative work practices are not the primary determinant of income-generating
performance because, in practice, income-generating requires a decision from superi-
ors. Top management support can mediate the relationship between staff awareness and
income-generating performance. The results show that efforts to achieve income-generating
performance require a wise decision from top management support regarding income gen-
erating. The first step to making ethical decisions is the ethical awareness of staff so that
the resulting decisions are ethical, especially regarding income generation.

Furthermore, staff participation does not affect top management support because
certain management levels carry out decisions about income generation, so the distribution
of lower-level management positions does not yet have a maximum contribution in making
decisions. This impacts the role of top management support, which cannot mediate the
relationship between staff participation and income-generating performance. In addition,
efforts to increase staff participation can be made by categorizing each decision that requires
staff participation and staff involvement.

The theoretical implication of this research is to explain the existence of universities in
maintaining and adjusting the funding autonomy policy from the government. Theoreti-
cally, this study explains that RDT can determine financial resources, infrastructure needs,
and information from an environment that depends on external resources. Additional
income to improve the quality of education can be attained through several public financing
techniques that can contribute to agencies, academics, and society. This means that, by
becoming a legal entity state university, tertiary institutions will not experience a shortage
of funding.

From a managerial implication point of view, the implementation of income-generating
policies involves many parties, including staff and leaders, so it requires qualified human re-
source management. The staff can join some financial training based on the new regulation.
Additionally, the university must give detailed socialization about the job description and
responsibility when performing some income-generating activities. The encouragement
and motivation of staff need to be performed to increase their performance and create
awareness for achieving additional income targets. Stimulus in the form of promotion or
remuneration can improve income-generating performance.

Furthermore, from the aspect of policy implications, the management of income
generation can optimize existing internal policies. Internal policies include the Rector’s
regulations regarding the mechanism for collecting and determining income-generating
rates. All of these policies can be implemented simultaneously by all units or faculties
in tertiary institutions. This form of technical and tariff uniformity can facilitate income-
generating implementation so that it can improve the income-generating performance of
each unit or faculty.
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This study has several limitations: it only focuses on respondents at a specific manage-
ment level, resulting in different perceptions about their participation in influencing top
management support. Therefore, future research can be conducted on certain management
levels; for example, middle-level management (a department). This research also only
focuses on the implementation of income generation, which is an innovative work practice
at Universitas Negeri Semarang. Finally, the research scale can be expanded and apply a
focus group discussion among staff, the dean, and the heads of department to produce
more comprehensive research.
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