


The Effect of Individual Characteristics Through Individual Ambidexterity on Lecturer Performance at LLDIKTI Region II

[bookmark: _GoBack]	 


.

ABSTRACT
Aims: This study examines the effect of individual characteristics on lecturer performance through individual ambidexterity, with a focus on lecturers at Private Higher Education Institutions under LLDIKTI Region II, Indonesia.
Study design: Quantitative explanatory research with a cross-sectional survey approach.
Place and Duration of Study: The study was conducted at Private Higher Education Institutions (universities) under LLDIKTI Region II, covering South Sumatra, Lampung, Bengkulu, and Bangka Belitung, with data collected in 2025.
Methodology: Data were collected from 500 non-civil servant lecturers selected using proportionate stratified random sampling. Structural Equation Modeling (SEM) with AMOS was employed to analyze direct and mediating effects among variables.
Results: Individual characteristics have a positive and significant effect on lecturer performance and individual ambidexterity. Individual ambidexterity also positively affects lecturer performance and partially mediates the relationship between individual characteristics and performance.
Conclusion: Strengthening individual characteristics and ambidexterity capabilities is essential to improving lecturer performance and sustaining competitiveness in higher education institutions.
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1. INTRODUCTION
Higher education is the highest level of education and plays a crucial role in realizing educational goals. One of the main components in the implementation of higher education is the lecturer, who plays a crucial role in implementing the Tri Dharma of Higher Education. Based on Law No. 14 of 2005, lecturers are required to possess four competencies: pedagogical, professional, personality, and social competencies (President of the Republic of Indonesia, 2005). These four competencies are fundamental factors in achieving national education goals, which are realized through improved performance. Lecturer performance is the result of a task implementation process that encompasses planning, implementation, achievement, and evaluation of work results. Therefore, lecturer performance is measurable through various standardized assessment and evaluation instruments.
More specifically, performance is reflected in the implementation of various assigned tasks. Lecturers are obliged to carry out their duties and improve their performance in four main areas: education and teaching, research, community service, and other supporting activities (Menkowaspan, 2016). Furthermore, lecturers are also obligated to continuously improve and develop their academic qualifications and competencies in line with developments in science and technology (President of the Republic of Indonesia, 2005).
Optimal lecturer performance not only contributes to the reputation and quality of the university but also directly impacts the development of the lecturer's academic career. The quality of the university and the career advancement of lecturers are closely linked to performance. Lecturers seeking promotion to their functional positions or obtaining professional certification are obligated to routinely implement the Tri Dharma of Higher Education and meet applicable standards (Suhartini, 2020).
Furthermore, employee performance assessments focus not only on the implementation of core duties but also encompass behavioral dimensions and the ability to adapt to change. Lecturer performance assessments extend beyond the output of primary tasks and functions such as teaching, research, and community service. Furthermore, lecturer performance encompasses aspects of behavior and integrity, both on campus and in their personal lives. Performance is defined as the results of work or work achievements, including how the work process is carried out (Affandi & Hidayat, 2016).
Furthermore, lecturers are also required to adapt to the dynamics of change and highly demanding conditions, as adaptability is key for professional development in 21st-century organizations (Pulakos et al., 2000). A study by Zacher et al. (2016) stated that to survive, higher education institutions need to innovate by balancing exploration and exploitation activities. This approach aims to strengthen adaptive capacity while increasing organizational resilience, defined in the literature as ambidexterity.
The concept of ambidexterity itself refers to an organization's ability to balance two seemingly opposing orientations: exploration and exploitation. Ambidexterity is an organization's ability to exploit existing resources while simultaneously exploring new opportunities for the future (Adler & Heckscher, 2013). Exploitation is understood as an effort to optimize, utilize, and improve existing products and processes using existing resources. Exploration, on the other hand, emphasizes the freedom to innovate and radical thinking that can bring about significant change within an organization (Richter et al., 2010).
Furthermore, ambidexterity can be understood at two main levels: the organizational level and the individual level. At the organizational level, ambidexterity demonstrates an organization's ability to adapt to dynamic changes while continuously improving its capabilities to achieve competitive advantage (Schnellbächer & Heidenreich, 2020). This capability emphasizes the importance of balancing internal organizational stability and adapting to constantly changing external demands.
Meanwhile, at the individual level, ambidexterity reflects the synergy of exploration and exploitation activities. Exploration focuses on the search for new ideas, creativity, and innovation, while exploitation focuses on the utilization of resources, knowledge, and skills. In line with this, Mu et al. (2022); Papachroni & Heracleous (2020); Zhang et al. (2019) state in their studies that ambidexterity functions as a strategy that enables organizations to maximize effectiveness and efficiency through the creation and processing of information generated from exploration and exploitation activities.
The application of the ambidexterity concept in the context of higher education has also been demonstrated through various empirical studies. Research conducted by Souza & Takahashi (2019) at a private higher education institution stated that institutional leaders need to improve their ability to identify new opportunities and clearly distribute goals to each individual involved in academic and administrative activities.
These efforts will create a balance between exploitation and exploration activities to enhance competitive advantage. Exploitation refers to the improvement of processes, products, or outcomes by increasing effectiveness and efficiency, while exploration is defined as the development of new experiments and innovations in higher education management (Kolster, 2021). An organization's ability to achieve competitive advantage ultimately depends heavily on the performance of its individuals. The progress and success of an organization are influenced by the roles of its employees. Various instruments have been developed to measure individual performance and link it to organizational strategy (Camilleri & Camilleri, 2018).
Several studies have demonstrated a link between higher education performance and individual performance, one of which states that organizational performance is reflected in the way each individual works (Chahar & Hatwal, 2018). Implementing individual performance measurement is beneficial for providing employees with information about their roles and contributions to organizational goals, while also clarifying the organization's expectations for individual work results (Camilleri & Camilleri, 2018).
However, in a dynamic and uncertain work environment, individual performance depends not only on technical skills but also on the ability to balance the utilization of existing experience and the pursuit of new ideas, known as individual ambidexterity. This ability enables an individual to adapt quickly to environmental changes, manage the demands of exploiting existing resources, and explore new opportunities and innovations.
Uncertainty impacts individual performance and provides insight into their dynamic nature (Pulakos et al., 2000). Achieving balance in uncertain conditions requires the ability to seek new opportunities (exploration) and maximize existing resources (exploitation) in the learning, innovation, and decision-making processes necessary for transformation (Utomo & Simatupang, 2019). Optimal individual performance is determined not only by technical and professional skills but also by the ability to balance stability and innovation in carrying out tasks. The development of higher education institutions, like the development of any organization, relies heavily on the competence of the human resources who carry out all operational activities. Universities today need experts capable of meeting the changing demands of the business and organizational world.
Employees with high ambidexterity are expected to be better able to respond to work challenges and targets. This influence aligns with research conducted by  Birkinshaw & Gibson (2004), which states that ambidexterity mediates the relationship between organizational context and behavior and organizational performance. Kobarg et al.  (2017), in their research on public service institutions, found that individual ambidexterity is a significant determinant of individual performance. A similar finding was confirmed by Pertusa-Ortega et al. (2021), who stated that ambidexterity acts as a mediating variable in the relationship between management and organizational performance.
These findings indicate that ambidexterity is not only relevant in the context of business or public service organizations but also has important implications for higher education. The ever-evolving dynamics of education, driven by technological advances and changing industry needs, require lecturers to be able to adapt quickly, improve competencies, update learning methods, and optimize their role in supporting an innovative and competitive academic ecosystem. In addition to adaptability, flexibility is also required in the face of change, including in regulations, procedures, facilities, and required activities.
To maintain the sustainability of this adaptation, universities need to cultivate a balance between knowledge and skills as a key factor in developing faculty capabilities. To support this, further research is needed that can encourage exploration and exploitation within the academic environment. This research will provide strategic benefits for universities, particularly the Human Resources Division, in formulating practical steps and appropriate recommendations for management to improve the quality and competitiveness of the institution.
Organizations need to focus on the factors that drive the emergence of individual ambidexterity, which can support institutional performance. Research by Patel et al. (2013) and Plimmer et al. (2017) suggests that institutions can develop individual performance through the implementation of work systems that foster skills, adaptability, and proactivity. In line with this, efforts to improve individual performance are crucial, given that future higher education development requires individuals who can develop adaptability to change and quickly capitalize on existing opportunities. Adaptive capacity is defined as resilience, open-mindedness, sincerity, self-sacrifice, optimism, and a willingness to try new things, while accelerating change to meet institutional needs (Prihanto & Kurniasari, 2019).
Individual performance is not only influenced by adaptability alone but also by inherent individual characteristics. Individual characteristics reflect a person's nature, personality, and perceptions of how they respond to their work environment. Gibson et al. (2004) stated that differences in how individuals perceive things will result in differences in behavior, attitudes, and personality, which will lead to different responses to instructions and interactions with superiors, colleagues, and subordinates.
Individual performance is influenced by genetically inherited traits and environmental factors. Inherited traits encompass both biological and psychosocial aspects present from birth. Research by Lishandy (2018) found a positive relationship between individual characteristics and individual performance, while research by Ikhsan et al. (2018) showed different results, with no significant partial relationship between individual characteristics and individual performance. Social factors such as cooperation and orientation toward shared goals also play a significant role in performance. Cooperation based on shared goals can encourage collaboration between individuals, while strengthening the relationship between goals and individuals' ability to adapt and flexibly.
Research by Deutsch (2015) showed that when individuals feel they need each other to achieve shared goals, they tend to rely on each other and are more likely to support and help one another. Individuals who are learning-oriented and strive to develop their competencies through various activities will more easily seize opportunities and increase flexibility with the help of colleagues. Meanwhile, performance-oriented individuals who hope to improve results through ambidextrous activities and collaboration will also be able to achieve optimal performance and minimize errors through effective collaboration.
The empirical gap in this research is evident in the limited number of studies on lecturer performance, both in state and private universities, particularly within the scope of LLDIKTI. Most previous studies have focused on the context of business organizations or the industrial sector, resulting in limited empirical evidence regarding individual characteristics, individual ambidexterity, and other factors influencing lecturer performance. This situation necessitates more in-depth and contextual research to broaden understanding of the role of lecturers in developing higher education quality. This research also addresses this theoretical gap by combining several interrelated concepts: individual characteristics, individual ambidexterity, and individual performance. This integration of concepts provides an opportunity to examine more complex relationship mechanisms, both through mediating and moderating roles.
This research focuses on individual performance by positioning individual characteristics as the independent variable and individual ambidexterity as the mediating variable. This research design draws on previous research conducted by Kobarg et al.(2017); Rosing & Zacher (2017); Xiang et al. (2019); Yu et al. (2020); Pertusa-Ortega et al. (2021); Ijigu et al. (2022). Furthermore, this study incorporates organizational and technological characteristics as moderating variables. The novelty of this study lies in its differentiation from existing literature by examining the mediating and moderating roles more specifically.
First, the influence of individual characteristics on individual ambidexterity is moderated by organizational characteristics. Theoretically, studies on organizational characteristics in the context of higher education are still lacking, particularly those examining their role as moderators in the relationship between individual characteristics and individual ambidexterity. Previous research has only highlighted the direct influence of individual characteristics on performance without considering how organizational contextual factors can strengthen or weaken this relationship. Thus, this study broadens the theoretical perspective by positioning organizational characteristics as a mechanism that can foster individual ambidexterity in academic settings.
The general urgency of this research is to understand the performance of lecturers within the LLDIKTI (Institute for Higher Education Institutions), particularly in Region II, in terms of their ability to manage individual ambidexterity. This ability reflects the balance between exploring new knowledge and utilizing existing competencies, making it crucial for lecturers to remain relevant amidst the dynamic changes in higher education. These findings are expected to provide not only a snapshot of the existing situation but also serve as strategic study material and practical considerations for lecturers and educational institutions in designing policies, training programs, and competency development strategies. Thus, each lecturer is expected to develop individual ambidexterity that is adaptive to uncertain conditions, particularly those influenced by technological developments and the demands of higher education quality.
This research is particularly relevant for lecturers and Private Higher Education Institutions (PTS) within LLDIKTI Region II. By understanding the influence of individual characteristics on individual performance, with individual ambidexterity as a mediator, and organizational characteristics and technology as moderators, the results are expected to provide strategic recommendations for lecturers and PTS management to optimize their role in addressing change and uncertainty. The results of this study also provide practical recommendations for enhancing lecturers' contributions to the implementation of the Tri Dharma of Higher Education. The findings are also expected to provide an empirical basis for private universities (PTS) to formulate more effective policies.

2. MATERIAL AND METHODS
2.1 Individual Characteristics and Lecturer Performance
Camilleri (2018) states that performance evaluation can be conducted internally or externally. Internally driven assessment systems place greater emphasis on self-evaluation and self-regulation activities, whereas externally driven evaluative frameworks may involve assessment interviews that evaluate the quality of individual performance in relation to redefined criteria. The above research is in line with research by Kang & Kim (2019), which states that performance has several measurement models, namely proficiency, adaptability, or proactivity. In organisational operational conditions, there are many activities that cannot be assessed because they require creative, proactive, flexible, self-managed, and innovative abilities to solve new, complex, ambiguous, or multi-varied problems that usually do not have simple or correct answers in order to deal with a dynamic business market. 
Fukuzaki et al. (2021) found in their research that the Big Five Personality dimensions are closely related to work engagement, which significantly contributes to improving individual performance in various job sectors. These results are reinforced by Mammadov (2021), who confirmed that the dimensions of conscientiousness and openness to experience have a consistent positive correlation with academic performance and intellectual-based work outcomes. In the context of modern organisations, Dai (2024) shows that individuals with proactive personalities are more likely to engage in job crafting and exhibit innovative behaviour, which ultimately improves work performance. 
Furthermore, an empirical study conducted by Rahim and Ismail (2023) on academic staff in Malaysia shows that the Big Five Personality Traits, particularly conscientiousness and extraversion, have a significant effect on performance in teaching and research. This study confirms that personality plays a role in determining the effectiveness of educators' performance in higher education. Similar findings were also made by Rossiandy et al. (2023), who found that self-efficacy has a positive influence on job satisfaction and motivation, which in turn has an impact on performance improvement. Self-confidence in professional abilities has been proven to be an important factor that encourages individuals to be more committed, diligent, and productive in carrying out their roles. The consistency of the results from various previous studies shows that individual characteristics are important determinants of performance achievement. Positive personality, strong self-confidence, and proactive nature have been proven to contribute to individual work effectiveness and productivity. The first hypothesis proposed is:
H1 : Individual characteristics have a positive effect on the performance of lecturers at LLDIKTI Region II.

2.2 Individual Characteristics of Individual Ambidexterity
A study conducted by Caniëls & Assen (2019) has shown that an individual's motivation to perform certain activities is determined by their regulatory focus, also labelled as motivational orientation. Two main areas of regulatory focus are distinguished in the literature, namely locomotion orientation and assessment orientation (Bhatti et al., 2021). Locomotion orientation refers to an individual's tendency to move away from their current state to a new state that may still be unknown. This is described as a preference for change. Conversely, assessment orientation indicates an individual's tendency to compare their current state with their desired state (Liu, X., Zhang, M., & Chen, 2021). This is described as a preference for making comparisons and optimisation. Individual character is one of the benchmarks of work performance (X. R. Yu & Kim, 2020). Performance here refers to adaptability and proficiency, while assessment orientation refers to the desire to improve the quality of work results (Caniëls & Assen, 2019) and can influence an employee's exploration and exploitation actions. 


Pertusa-Ortega et al. (2021) argue that individual ambidexterity can be influenced by differences in individual characteristics, as demonstrated by quantitative studies analysing the antecedents of individual ambidexterity. In this case, research shows individual characteristics that can increase individual ambidexterity, such as intrinsic motivation (Kao & Chen, 2016; Mom et al.,2019), cognitive, information, and social individual capabilities (Alcalde-Heras et al., 2019) self-efficacy (Kauppila & Tempelaar, 2016); individual attitudes and orientations (Z. Yu & Huang, 2020) in handling work stress and building trust to obtain social support (Y. Wang et al., 2020).
H2 : Individual characteristics have a positive effect on individual ambidexterity in LLDIKTI Region II.

2.3 Individual Ambidexterity and Lecturer Performance
Individual performance is one of the benchmarks of organisational performance. Performance here concerns two areas, namely adaptability and proficiency. According to Pertusa-Ortega et al. (2020), individual performance has been studied and found to be influenced by the variable of individual ambidexterity, but the extent of this relationship and whether it is positive or negative has not yet been examined. Rosing & Zacher (2017b) explain in their study that ambidexterity occurs not only at the organisational level, but also at the individual level and influences innovative performance. 
Zhang et al. (2019) in their study on individual ambidexterity in the context of change stated that individual skills in handling work stress, building trust in social support, and training individual ambidexterity result in high performance. A study conducted by Fachrunnisa et al. (2020) on the creative industry, which uses digital technology in completing its work, concluded that individual ambidexterity can predict individual performance in a digital environment, and that psychological empowerment leadership and individual readiness to change play a significant role in the formation of individual ambidexterity, which can then improve individual performance. 
These findings are supported by recent research conducted by Stei, Rossmann, and Szász (2024), which shows that individual learning ambidexterity behaviour has a significant positive influence on individual performance in the service sector. The study also highlights that flexible and decentralised organisational structures can strengthen this relationship by providing space for individuals to innovate and experiment. Furthermore, Jyoti and Choudhary (2024) in their research on ambidextrous human resource management found that managers' ambidextrous orientation and HR policy support that balances exploration and exploitation can increase individual ambidexterity and have a direct impact on improving employee performance. This second recent study emphasises the importance of organisational contextual factors and leadership support in strengthening the relationship between individual ambidexterity and performance. Based on the above studies, the third hypothesis is as follows:
H3: Individual ambidexterity affects the performance of lecturers at LLDIKTI Region II.

2.4 Individual Characteristics on Lecturer Performance with Individual Ambidexterity as Mediation
Organisational performance in facing transformational conditions faces many challenges. The success of an organisation is largely determined by individual performance within that organisation (Pertusa-Ortega et al., 2020). Individual performance is one indicator of how employees position themselves and contribute to the organisation (Camilleri & Camilleri, 2018). In addition to measurements taken through performance appraisal methods, individual performance can be measured from other aspects related to proficiency, adaptability, and proactivity. 
One of the determinants of individual performance in work conditions, as revealed by Pertusa-Ortega et al. (2020), is individual ambidexterity, which is described by Enkel et al. (2017) and Papachroni & Heracleous (2020) as having two activities, namely exploratory and exploitative. These exploratory and exploitative activities are influenced by differences in individual character, such as intrinsic motivation (Caniëls & Assen, 2019) and organisational character, which improve individual performance (Plimmer et al., 2017).
The research conducted by Pertusa-Ortega et al. (2020) mapped the various relationships between the existing variables and did not examine the extent to which these relationships occurred, whether they had a positive or negative impact, or how strong the mediation of ambidexterity at the individual level was on individual performance. Schnellbächer & Heidenreich (2020) state that individual characteristics play a role in improving employees' ability to perform tasks, with behavioural modifications, increasing the desire and motivation to exploit and explore (ambidexterity) within individuals, which has an impact on the work climate and task implementation model, which in turn affects the achievement of organisational goals. 
Kusanke, Behnke & Winkler (2023) found that personality traits such as extraversion, conscientiousness, and openness to experience differ between work environments that demand exploitation and exploration, and that the level of ambidexterity moderates the relationship between personal traits and person-job fit. Furthermore, a study by Jalalzai (2023) revealed that ambidextrous leadership encourages individual ambidexterity, which then increases innovative work behaviour. This shows that in addition to individual characteristics, leadership factors are also an important means of facilitating exploration and exploitation of work behaviour.
H4: Individual ambidexterity mediates the influence of Individual Characteristics on Individual Performance (Lecturers) at LLDIKTI Region II.
2.5 RESEARCH METHODS
2.5.1 Operational Definitions and Research Indicators
The operational definitions of variables and indicators used in this study are described in the following table 1.
Table 1 Research Variables, Dimensions and Indicators
	Variables 
	Indicator
	Source
	Scale

	Lecturer Performance
	1. Teaching Quality
2. Research Productivity
3. Community Service Contribution
4. Academic Innovation
5. Cooperation or Collaboration
	   (Directorate General of Higher Education, Ministry of National Education, 2010; Coordinating Minister for Development of Education and Culture, 2016)
	Ordinal

	Individual Characteristics
	1. Ekstraversion 
2. Agreeableness 
3. Conscientiousness 
4. Neuroticism 
5. Openness to Experience 
	(Goldberg, R, 1992)
	Ordinal

	Individual Ambidexterity
	1. Efficient use of resources
2. Adaptation to change
3. Innovation in learning/research
4. Development of new methods
	(Gibson & Birkinshaw, 2004; Mom et al., 2009)
	Ordinal

	Organization Characteristics
	1. Resource availability
2. Organizational climate
3. Organizational structure
	(Daft, 2016; Thomson, 2012)
	Ordinal

	Technology
	1. Technology availability
2. Ease of use
3. Accessibility
4. Contribution to productivity and innovation
	(Davis, 1989; Venkatesh et al., 2003)
	Ordinal




2.5.2 Population and Sample
The population in this study was all lecturers at LLDikti Region II, which covers South Sumatra, Lampung, Bengkulu, and Bangka Belitung. Based on the 2023 LLDikti Region II Performance Report, LLDikti Region II has 446 civil servant lecturers and 8,627 non-civil servant lecturers assigned to 34 universities, 3 institutes, 97 colleges, 61 academic institutions, and 10 polytechnics (Adinugraha et al., 2025).
However, the lecturers in this study were non-civil servant lecturers assigned to universities for several reasons:
1. Universities have a relatively large and diverse number of lecturers, allowing the study to obtain more comprehensive and representative data, encompassing variations in individual characteristics, including age, experience, academic position, and academic specialization.
2. Universities have a higher level of organizational complexity, with institutional structures consisting of faculties, study programs, and support units. The university context is able to reflect the real dynamics between individual and organizational factors.
3. Universities under the auspices of LLDikti Region II face significant challenges, such as disparities in the use of learning technology between regions. This situation makes universities an appropriate target for examining the extent to which lecturers are able to develop individual ambidexterity to improve performance amidst limited resources and the demands of global competition.
4. Non-civil servant lecturers are under a contractual employment system, thus having less job security than civil servant lecturers. This situation demands continuous optimal performance to maintain their positions and obtain contract extensions.
5. Performance evaluations of non-civil servant lecturers are typically oriented toward institutional outputs, such as publication productivity, teaching quality, and contributions to university activities. This pressure encourages non-civil servant lecturers to be more proactive in achieving performance targets.
6. Non-civil servant lecturers generally have greater work flexibility and are required to be responsive to organizational dynamics, developments in learning technology, and shifts in institutional strategy.
7. Job uncertainty, demands for flexibility, and role duality make non-civil servant lecturers the most relevant group for studying the phenomenon of individual ambidexterity. Ambidextrous abilities tend to be more prominent in individuals who work in dynamic and stressful environments, such as non-civil servant lecturers.

According to Hair et al., (2019), the minimum sample size in the Structural Equation Model (SEM) method is 100 respondents for models with a maximum of 5 constructs and a minimum of 500 respondents for models with multiple constructs. Referring to this approach, the sample size in this study was 500 respondents taken from 7 universities. In this study, the determination of the number of lecturers at each university was determined using the proportionate stratified random sampling technique.

2.5.3 Data Analysis Techniques
Data analysis is an advanced stage after obtaining data. This analysis is carried out to verify the accuracy of the data obtained so that conclusions can be drawn to prove the validity of the proposed hypothesis. This study uses data analysis with the SEM (Structural Equation Modelling) model through AMOS software.
2.5.3.1 Hypothesis Testing
2.5.3.1.1 Direct Effect Testing
Testing for direct effects between variables in the Structural Equation Modelling (SEM) model is conducted by revealing the statistical significance of each estimated path coefficient (path coefficient). This evaluation refers to the Critical Ratio (C.R.) and probability (p-value) values generated by the Amos programme (Byrne, 2016). The statistical hypothesis tested for each direct relationship is:
H0 : Path coefficient (β) = 0 (There is no significant direct effect of the independent variable on the dependent variable).
H1: Path coefficient (β) ≠ 0 (There is a significant direct effect).
The decision to reject or fail to reject H0 is based on the following two criteria (Hair, Black, et al., 2014; Kline, 2016):
1. Based on the Critical Ratio (C.R.) Value: The C.R. value, which is analogous to the t-test in regression, is compared to the critical value of the standard normal distribution (z-distribution). At a significance level (α) of 5%, the critical value is ±1.96. A direct effect is considered significant if the obtained C.R. value is > +1.96 or < -1.96.
2. Based on the Probability Value (p-value): A path coefficient is considered to have a statistically significant direct effect if the p-value is less than the specified alpha level.

2.5.3.1.2 Mediation Effect Testing
Mediation effect testing is conducted to determine whether the mediating variable plays a role in explaining the relationship between the independent and dependent variables. In this study, mediation effect analysis was conducted using two approaches, namely the causal steps approach and the product of coefficients approach. The difference coefficient approach (causal steps) refers to an analysis procedure that compares models with and without mediating variables. The steps for testing mediation using this approach are as follows: 
1. Testing the direct effect of the independent variable (X) on the dependent variable (Y) without  involving the mediating variable (M). 
2. Test the effect of the independent variable (X) on the mediating variable (M).
3. Test the effect of the mediating variable (M) on the dependent variable (Y).
4. Retest the direct effect of the independent variable (X) on the dependent variable (Y) by including the mediating variable (M) in the model. 
The mediating effect is considered significant if:
1.    The path coefficients X → M and M → Y are statistically significant.
2.    The path coefficient X → Y decreases after the mediating variable M is included in the model.

3. RESULTS AND DISCUSSION
3.1 Direct Effect Test Results
A structural model used to predict causal relationships (cause-and-effect relationships) between latent variables or variables that cannot be measured directly. The structural model describes the causal relationships between latent variables that have been constructed based on theoretical substance. In this study, the structural test used the AMOS 25 programme to determine the acceptance or rejection of hypotheses through the significance test of the path coefficient with a t-test at 5% alpha or using a critical t-value of 1.96 as the cut-off value. The testing model is a direct effect test without any moderating variables. Basically, this test examines the significance of the path coefficient (coefficient path) or beta coefficient, with a test where if the resulting value is p < 5% or C.R > 1.96, it means that the research hypothesis (alternative) is supported.

Table 2  Analysis of Estimated Inter-Variable Effects
	Jalur
	Estimate
	S.E.
	C.R
	P
	Std. Estimate

	KI → KD
	0,344
	0,072
	4,799
	0,000
	0,294

	KI → IA
	0,749
	0,069
	10,866
	0,000
	0,636

	IA → KD
	0,447
	0,063
	7,059
	0,000
	0,452


Source: Processed data, 2025
Description: Individual Characteristics (KI), Individual Ambidexterity (IA), Lecturer Performance (KD)

Table 2 shows the results of the direct effect test between variables in this study, which tested three hypotheses, namely:
Hypothesis 1: The Effect of Individual Characteristics on Lecturer Performance
The analysis results show that Individual Characteristics affect Lecturer Performance with a path coefficient value of 0.344 and a standardised estimate value of 0.294. The Critical Ratio (C.R.) value of 4.799 with a p-value of 0.000 (p < 0.05) indicates that this effect is statistically significant. Thus, the hypothesis that Individual Characteristics positively influence Lecturer Performance at LLDIKTI Region II can be accepted (H1 accepted). This means that the better the individual characteristics possessed by lecturers, such as extraversion, agreeableness, conscientiousness, emotional stability, and openness to experience, the higher the performance achieved.

Hypothesis 2: The Influence of Individual Characteristics on Individual Ambidexterity
The analysis results show that individual characteristics have a positive and highly significant effect on individual ambidexterity with a path coefficient value of 0.749 and a standardised estimate value of 0.636. The critical ratio value of 10.866 with a p-value of 0.000 (p < 0.05) indicates a high level of significance. The hypothesis stating that individual characteristics have a positive effect on the individual ambidexterity of lecturers at LLDIKTI Region II can be accepted (H2 accepted). 


Hypothesis 3: The Influence of Individual Ambidexterity on Lecturer Performance
The analysis results show that individual ambidexterity has a positive and significant effect on lecturer performance with a path coefficient value of 0.447 and a standardised estimate value of 0.452. The critical ratio value of 7.059 with a p-value of 0.000 (p < 0.05) indicates that this effect is statistically significant. Thus, the hypothesis stating that individual ambidexterity has a positive effect on lecturer performance at LLDIKTI Region II can be accepted (H₃ accepted). This means that lecturers' ability to balance exploration and exploitation activities contributes significantly to performance improvement. This is in line with the literature which states that individual ambidexterity is an important strategy in achieving optimal performance in a dynamic environment, including higher education institutions (March, 1991).

3.2 Indirect Effect Test Results

Table 3  Results of Hypothesis Testing for Mediation Effects
	Path    
	Direct Effect    
	Indirect Effect    
	p    
	Description

	KI → KD
	0,668
	-
	0,000
	Partial Mediation 
(Complementary mediation)

	KI → IA →KD
	
	0,347
	0,000
	


Source: Processed data, 2025
Description: Individual Characteristics (KI), Individual Ambidexterity (IA), Lecturer Performance (KD)

Based on the path analysis results shown in Table 3, it can be seen that Individual Ambidexterity (IA) partially mediates (complementary mediation) the effect of Individual Characteristics (KI) on Lecturer Performance (KD) at LLDIKTI Region II. The coefficient value of the direct effect of KI on KD is 0.668 with a significance level of p = 0.000, indicating that individual characteristics have a positive and significant effect on lecturer performance. This confirms that lecturers' personal attributes, such as openness to new experiences, emotional stability, responsibility, and professional orientation, directly contribute to improving the quality of learning, research, and community service.
The results of the indirect path analysis through the mediating variable of Individual Ambidexterity (KI → IA → KD) show a coefficient value of 0.347 with a significance level of p = 0.000, which is also significant. This indicates that individual characteristics not only have a direct effect on performance but also through individual ambidexterity. In an academic context, ambidexterity encompasses two main dimensions: Exploration, which is the ability of lecturers to seek new opportunities, develop innovative learning methods, design creative research, and adopt new technologies or methods. Exploitation is the ability of lecturers to optimally utilise existing resources, such as maximising learning materials, laboratory facilities, research data, and previous experience to improve performance effectiveness.
This mediating role shows that lecturers with strong individual characteristics tend to be able to internalise and apply ambidextrous practices, thereby improving overall performance. This mediation is partial because the direct influence of KI on KD remains significant even though the indirect path through IA is also significant, indicating a complementary mediation phenomenon. This means that strengthening individual characteristics can improve performance directly as well as through increasing individual ambidexterity capacity.
This study is in line with previous studies showing that individual ambidexterity plays an important role in improving innovative performance, where individuals who are able to balance exploration and exploitation simultaneously tend to be more productive and adaptive to change (Zacher et al., 2016). Pertusa-Ortega et al. (2021) found that individual ambidexterity mediates the relationship between personal antecedents (such as individual characteristics) and performance or innovation outcomes, and confirms this mediating role as a critical connecting mechanism. 
Based on this interpretation, it can be concluded that improving individual characteristics, such as openness, emotional stability, responsibility, and professional orientation, will be more optimal in improving performance if accompanied by strengthening Individual Ambidexterity. In other words, developing ambidexterity capacity is an important strategy for lecturers to improve the effectiveness of the three pillars of higher education, including teaching quality, research productivity, and community service contributions. Thus, the hypothesis stating that individual ambidexterity mediates the influence of individual characteristics on lecturer performance at LLDIKTI Region II can be accepted (H4 accepted).

3.3 The Influence of Individual Characteristics on Lecturer Performance
The results of the study show that individual characteristics have a positive influence on lecturer performance. These findings indicate that the better the individual characteristics possessed by lecturers, such as friendliness, responsibility, emotional stability, and openness to experience, the higher their performance. Individual characteristics are important predictors of lecturer performance. This finding is in line with the theory of Gibson et al. (2014), which states that differences in individual characteristics will affect how a person behaves and performs in an organisation.
The results of this study confirm that lecturers' personality characteristics, which include the Big Five Personality Traits dimensions, contribute significantly to performance in implementing the Tridharma of Higher Education. Lecturers with a high level of openness to experience tend to be more innovative in developing learning and research methods. Similarly, lecturers with high levels of conscientiousness are more consistent in completing academic and administrative tasks. Good emotional stability also helps lecturers deal with work pressure and academic challenges more effectively.
These findings are also in line with Robbins' (2012) view that personality has a significant influence on work behaviour and productivity. Individuals with positive personalities tend to have higher levels of motivation, better work attitudes, and stronger adaptability to change. In the context of university lecturers, good personality characteristics are an important asset in improving teaching effectiveness, research productivity, and contributions to institutional development.
Research by Mäkikangas et al. (2021) found that positive personality, particularly the dimensions of Conscientiousness (diligence and responsibility) and Emotional Stability, consistently predicted lecturers' research productivity and academic well-being in high-pressure environments. Furthermore, a study by Gregory et al (2012) specifically confirmed that lecturers with a ‘proactive’ personality profile showed higher publication rates and were more active in obtaining research grants, as they were more persistent in the face of rejection and more open to feedback.
Luthans (2011), through the theory of Positive Organisational Behaviour, explains that positive individual characteristics such as optimism, resilience, and self-efficacy have a significant influence on high performance. Lecturers who have strong levels of resilience and self-efficacy will be better able to face challenges in academic work, such as publication difficulties, classroom management, or resource constraints. Thus, the combination of positive personality and individual psychological strengths is an important factor in driving superior performance in higher education.
Cassill & Singh (2009) in their research revealed that collective efficacy at the departmental level is a crucial mediator linking individual resilience to research team performance. This means that resilient lecturers are not only excellent individually, but also able to build and strengthen collective confidence to achieve research targets. On the other hand, a study by Sadia & Khan (2025) explored the role of psychological capital (PsyCap) in educators. The results show that PsyCap functions as an effective buffer against academic stressors such as workload and administrative demands, which ultimately prevents burnout and maintains teaching and research productivity.
In addition, the results of this study provide important practical implications for human resource management in higher education. Positive individual characteristics not only serve as internal factors that drive performance, but also form the foundation for building a healthy organisational culture. Lecturers with open personalities who are responsible and emotionally stable will find it easier to collaborate, share knowledge, and create an academic environment conducive to the development of students and colleagues.
These findings also confirm that the development of individual characteristics cannot be separated from strategies to improve the quality of higher education. Higher education institutions that are oriented towards lecturer performance quality need to emphasise the importance of balancing academic competence and personality strengths. Thus, lecturer development programmes should not only focus on improving technical skills, but also on strengthening psychological and personality aspects, such as leadership training, stress management, and interpersonal communication development.
From a theoretical perspective, this study enriches the literature on the relationship between personality and performance, particularly in the context of higher education in Indonesia. Findings consistent with the theories of Gibson, Robbins, and Luthans, as well as other contemporary studies, indicate that personality factors have universal relevance in predicting performance, despite differences in cultural and organisational contexts. This opens up opportunities for further research to explore how the interaction between individual characteristics and external factors, such as organisational support or institutional policies, can produce stronger synergies in improving lecturer performance.
Thus, it can be concluded that individual characteristics are strategic assets that must be managed systematically. Higher education institutions that are able to integrate lecturer personality development into their recruitment policies, performance appraisals, and career development programmes will be better prepared to face the challenges of educational globalisation, accreditation requirements, and competition in scientific publications. Ultimately, lecturers with strong personalities will not only contribute to the achievement of institutional targets, but also become moral and professional role models for students and the wider community.
According to researchers, these results confirm that lecturer performance is not only the result of external factors such as organisational support or work facilities, but is also largely determined by internal strengths in the form of individual characteristics. Lecturers with positive personalities will be better able to adapt to professional demands, demonstrate a high level of commitment to their duties, and contribute continuously to improving the quality of higher education. Therefore, the development of individual characteristics needs to be part of an integrated lecturer management strategy, in order to create educators who are not only academically competent, but also excel in personality and morals in carrying out the Tridharma of Higher Education. 
Higher education institutions need to integrate the development of individual characteristics into lecturer management strategies through soft skills training, academic mentoring programmes, and career training systems that encourage adaptability, creativity, and professional ethics. In addition, recruitment and performance appraisal policies need to include aspects of personality and professional values in order to create lecturers who are not only academically excellent, but also have strong character and are committed to implementing the Tridharma Perguruan Tinggi.

3.4 The Influence of Individual Characteristics on  Individual Ambidexterity
The results of the study show that individual characteristics have a positive effect on individual ambidexterity, indicating that individual characteristics are a very strong determinant of lecturers' ability to perform ambidexterity. The results of this study also confirm that lecturers' personality characteristics greatly determine their ability to balance exploration (search for new knowledge) and exploitation (utilisation of existing knowledge) activities.
This study supports the view that individual ambidexterity is the ability of individuals to simultaneously search for new ideas, knowledge, and opportunities (exploration) and utilise existing abilities and knowledge (exploitation), which is greatly influenced by personality and individual characteristics (Jansen et al. (2008); Raisch et al., (2009)). Lecturers with openness to experience tend to be more creative and proactive in developing new learning ideas, designing innovative curricula, and exploring current research topics. Conversely, conscientiousness, which is focused on accuracy, efficiency, and systematic task completion, describes the ability to exploit. The combination of the two forms an ambidextrous behaviour pattern that allows lecturers to adapt and perform well in a dynamic academic environment.
These test results are in line with the research by Pertusa-Ortega et al.(2021) , which states that individual ambidexterity can be influenced by differences in individual characteristics. A similar finding was reported by Park & Kim (2022), who discovered that personality traits play an important role in individuals' innovative behaviour within organisations, especially in the context of exploring new ideas and improving work efficiency. Lecturers with a high openness to experience tend to find it easier to explore new ideas, innovative learning methods, and unexplored research topics. On the other hand, lecturers with a high level of responsibility are also able to exploit well by utilising their knowledge and experience to improve work efficiency and effectiveness. A balanced combination of personality characteristics enables lecturers to be ambidextrous in carrying out their academic duties.
The results of this study are in line with Huang, et al. (2020), who emphasise that individual ambidexterity develops through the interaction between personal factors and institutional context. Individuals with adaptive and flexible characteristics are better able to balance innovation and efficiency in a dynamic work environment.  Similar findings were also made by Kusanke et al. (2023), who studied the relationship between personality traits and ambidextrous work environments in information technology organisations, concluding that person-job fit in line with individual personalities strengthens ambidextrous abilities and innovative performance. 

The Big Five Personality Traits theory proposed by McCrae & Costa (2008) supports the idea that personality dimensions influence an individual's adaptive and innovative behaviour. The openness to experience dimension encourages exploration through a high level of curiosity, imagination, and a preference for new experiences. The dimension of conscientiousness influences exploitation through result orientation, work discipline, and perseverance. Thus, the combination of these two characteristics creates a balance between creativity and efficiency, two key elements of individual ambidexterity  (J. Birkinshaw & Gibson, 2004).
Furthermore, Mammadov (2021) states that openness and responsibility have a significant relationship with academic performance. Research by Wang et al.(2023) also confirms that the Big Five Personality Traits influence academic achievement through the mediation of departmental identity and self-efficacy. Studies by Bhattacharjee (2025) and Thørrisen & Sadeghi (2025) reinforce that personality dimensions play an important role in higher education, both for students and lecturers. 
The results of this study reveal a paradigm shift in viewing human resources in higher education. The finding that lecturers' ambidextrous abilities stem from individual characteristics such as openness, responsibility, and emotional stability is not merely a practical implication but a challenge to the higher education management model (Bensimon & Neumann, 1992).
Lecturers with strong characters are not ‘passive implementers’ of policy, but are agents of change who actively interpret, adapt, and create their own academic reality. They are a manifestation of the idea of ‘complex thinking’ (Morin & Montuori, 2008), which is able to unite different disciplines (exploration) with in-depth teaching (exploitation).
These findings reflect the demands of the era of risk society and advanced capitalism  (Urry et al., 1992). The uncertain environment of higher education requires resilient individuals. An open and emotionally stable character is social capital for surviving and thriving in a competitive ecosystem, while also serving as a buffer against anomalies and academic burnout.
Therefore, the implications for human resource management in higher education institutions are fundamental. A one-size-fits-all approach is no longer relevant. Institutions need to shift to a ‘human ecology’ model that embraces the complexity and uniqueness of each individual (Spendlove, 2007). This can be achieved through character-based recruitment: in addition to academic achievements, the selection process needs to identify signs of adaptability, curiosity, and integrity. Independence-based development: creating a reward and career development system that values both exploration (innovative research) and exploitation (quality teaching service), in line with the concept of ambidextrous organisations  (Raisch & Birkinshaw, 2008). An ‘enabling’ organisational environment: institutional policies should function as a supportive framework that facilitates and empowers, rather than a cage that stifles creativity. A collaborative and inclusive academic culture needs to be built to foster these excellent characteristics.
Thus, building ambidextrous lecturers is essentially building an academically and morally excellent community. The balance between exploration and exploitation will not arise from strict regulations, but from an institutional culture that is capable of awakening the potential of lecturers' ethos and character as lifelong learners.
According to researchers, these findings confirm that lecturers' ability to be ambidextrous is not solely the result of institutional policies, but also a reflection of their personality, strengths, and character. Lecturers who have an open, responsible, and emotionally stable character are better able to navigate the complexities of academic work, adapt to changes in the higher education environment, and create sustainable innovation. Therefore, human resource management in higher education needs to pay special attention to the formation of individual characteristics that support the balance between exploration and exploitation as the key to successful academic performance.

3.5 The Influence of Individual Ambidexterity on Lecturer Performance
The results of the study indicate that individual ambidexterity has a positive influence. These findings show that lecturers' ability to balance exploration and exploitation activities contributes significantly to improving their performance. Individual ambidexterity is a strong predictor of lecturer performance. This finding is in line with the research by Kobarg et al.(2017), which states that individual ambidexterity is an important determinant of individual performance. Lecturers who are able to perform ambidexterity well will be more adaptive, innovative, and productive in carrying out the Tridharma of Higher Education.
The results of this study confirm that the ability of lecturers to simultaneously perform exploration and exploitation is the key to improving performance. Lecturers who engage in exploration will continue to seek new ideas, innovative learning methods, and research topics that are relevant to the development of science and the needs of society. On the other hand, the ability to exploit enables lecturers to efficiently utilise existing knowledge, experience, and resources to produce quality academic output. The balance between these two activities creates synergy that improves the quality of teaching, research productivity, and community service contributions.
The balance between exploration and exploitation creates sustainable academic performance synergy. Lecturers who are able to balance the two not only become producers of new knowledge but also effective knowledge managers in the learning and research process. In line with March's (1991) view, the long-term success of organisations and individuals depends heavily on the ability to maintain a balance between exploration and exploitation. In an individual context, this balance enables lecturers to navigate changes in the academic environment, adapt to new technologies, and maintain scientific relevance amid the dynamics of global higher education.
Rosing & Zacher, (2017) emphasise that individual ambidexterity is positively related to creative performance and work productivity, especially in professions that demand continuous innovation, such as lecturers and researchers. Meanwhile, Zimmermann et al. (2020) mention that individual ambidexterity functions as the main mechanism for integrating new knowledge with existing best practices, thereby supporting efficiency and innovation simultaneously. Caniëls and Veld (2019) also highlight that individuals with high levels of ambidexterity are better able to cope with the complexity of work and show a higher commitment to organisational performance.
Research by Pietsch et al., (2025) states that ambidexterity significantly mediates the influence of organisational support on research and teaching performance. Lecturers who are able to balance exploration (e.g., learning new pedagogical methods) and exploitation (e.g., refining existing teaching materials) have higher productivity and job satisfaction. In line with the study by Jensen & Olsen (2015) it is confirmed that individual ambidexterity functions as an effective mechanism that helps academics reduce emotional exhaustion (burnout) by allocating their cognitive resources more adaptively between routine tasks and tasks that demand innovation.
Zhang et al. (2022) found that individual ambidexterity is an important source of personal competitive advantage in a knowledge-based work environment. In the context of lecturers, this means the ability to continuously innovate in research, utilise academic collaboration, and adapt teaching methods to student needs and the latest learning technologies. Such abilities support improved academic performance and contribute directly to institutional reputation.
Research by Schnellbächer & Heidenreich  (2020) shows that individual ambidexterity is a strong predictor of success in interdisciplinary research collaboration. Lecturers with high ambidexterity abilities are proven to be more agile in bridging differences in scientific paradigms (exploration) while effectively integrating findings from various disciplines into their publications (exploitation). Chakma et al. (2021) state in their study that lecturers who develop ambidexterity show a steeper career trajectory, marked by an increase in the number of citations and leadership roles in large research projects. This confirms that ambidexterity not only improves current performance but also builds sustainable personal competitive advantages for academics.
According to the researchers, these results confirm that ambidextrous lecturers have high personal competitiveness because they are able to harmoniously combine creativity and efficiency. Lecturers who develop new innovations through exploration, while also optimising proven effective methods through exploitation, will demonstrate superior performance compared to colleagues who only focus on one side. Therefore, universities need to create a work environment that supports individual ambidexterity, such as through innovation training, performance-based systems, and cross-disciplinary research collaboration. These efforts are important to improve lecturer performance sustainably and strengthen the competitiveness of academic institutions under the auspices of LLDIKTI Region II.

3.6 The Role of Individual Ambidexterity Mediation in the Influence of Individual Characteristics on Lecturer Performance
The results of the study indicate that Individual Ambidexterity mediates the influence of Individual Characteristics on Lecturer Performance. These findings show that the mediation that occurs is partial (partial mediation). Partial mediation indicates that Individual Characteristics can influence Lecturer Performance through two channels, namely the direct channel and the indirect channel through Individual Ambidexterity. 
Research by Pien et al. (2023) confirms that in the context of professional knowledge, proactive personality does indeed influence innovative performance both directly and indirectly by encouraging individuals to simultaneously pursue exploration and exploitation activities. The study by Putra & Khanagha (2019) highlights the mediating role of ambidexterity in more detail, finding that characteristics such as curiosity and tolerance for ambiguity enable individuals to effectively switch between exploration and exploitation modes as required by the task, ultimately maximising their performance.
These findings are consistent with research by Schnellbächer & Heidenreich (2020),which states that individual characteristics play a role in improving employee capabilities through behavioural modification and increased motivation to engage in exploitation and exploration (ambidexterity), which ultimately impacts performance achievement. Lecturers' personality characteristics, such as openness to experience and conscientiousness, not only directly improve performance but also facilitate the development of ambidexterity, which then becomes a stronger performance lever.
The research by Ghanizadeh et al. (2022) empirically proves that in lecturers, high psychological capital (PsyCap) not only has a direct impact on research productivity but also significantly strengthens ambidexterity abilities, which indirectly contribute to achieving superior performance. The study by Ghanizadeh et al. (2022) states that for senior lecturers, the influence of experience and collaborative networks on performance is mediated more by ambidexterity, while for junior lecturers, the direct influence of characteristics such as achievement motivation is more dominant. This emphasises the complexity and partial nature of the mediation mechanism.
Deci & Ryan (2000) explain that individual ambidexterity functions as a psychological mediation mechanism that connects personal factors with work outcomes. Ambidexterity enables individuals to integrate an orientation towards renewal (exploration) and an orientation towards utilisation (exploitation), thereby enabling them to deal with the complexity and dynamics of work more effectively. Thus, for lecturers, this ability is a key factor in navigating the various demands of teaching, research, and community service.
These partial mediation findings provide a more comprehensive understanding of the psychological mechanisms that link individual characteristics to performance. Certain personality characteristics, such as openness to experience, encourage lecturers to actively explore new ideas and innovations. Similarly, conscientiousness encourages lecturers to systematically exploit their knowledge and experience. The ambidexterity ability developed from these personality characteristics then becomes a competency that significantly improves lecturers' performance. On the other hand, personality characteristics can also directly influence performance through intrinsic motivation mechanisms, positive work attitudes, and proactive behaviour without having to go through ambidexterity.
According to researchers, these results confirm that individual characteristics play a dual role in influencing lecturers' performance, both directly and indirectly through individual ambidexterity. The direct pathway describes the influence of internal psychological factors such as responsibility and discipline on performance, while the indirect pathway reflects adaptive and creative abilities mediated by individual ambidexterity. Therefore, performance improvement strategies need to be directed not only at strengthening technical competencies but also at developing personality and ambidexterity abilities. Higher education institutions can design self-development programmes, innovation training, and exploratory workshops to foster a balance between exploration and exploitation abilities in lecturers. Thus, the simultaneous improvement of individual characteristics and ambidexterity abilities can become a strong foundation for strengthening academic performance in the LLDIKTI Region II environment.


4. CONCLUSION

From the results of the research and discussion, the following conclusions can be drawn:
1. Individual characteristics have a positive effect on lecturer performance. This means that the better or stronger a lecturer's individual characteristics are, the more likely their performance is to improve.
2.  Individual characteristics have a positive effect on lecturers' individual ambidexterity. This means that the better or stronger a lecturer's individual characteristics are, the greater their ability to balance the two dimensions of ambidexterity, namely exploration and exploitation.
3. Individual ambidexterity has a positive effect on lecturer performance. This means that the greater a lecturer's ability to balance exploration and exploitation, the greater their performance will be. 
4. Individual ambidexterity mediates the influence of individual characteristics on lecturer performance. This means that the influence of individual characteristics on lecturer performance is not only direct but also occurs through the lecturer's ability to balance exploration and exploitation.




REFERENCES
 Adler, P. S., & Heckscher, C. (2013). The collaborative, ambidextrous enterprise. Universia Business Review. http://www.redalyc.org/articulo.oa?id=43328679002
Affandi, N., & Hidayat, S. (2023). Kinerja Dosen Perguruan Tinggi Swasta. Eureka Media Aksara. https://repository.eurekamediaaksa.co.id/index.php/repository/article/view/100
Alcalde-Heras, H., Iturrioz-Landart, C., & Aragon-Amonarriz, C. (2019). SME ambidexterity during economic recessions: the role of managerial external capabilities. Management Decision, 57(1), 21–40. https://doi.org/10.1108/MD-03-2016-0170
Bensimon, E. M., & Neumann, A. (1992). Redesigning collegiate leadership: Teams and teamwork in higher education. Johns Hopkins University Press. https://jhupbooks.press.jhu.edu/title/redesigning-collegiate-leadership
Bhattacharjee, R. R., & Ramkumar, A. (2025). Effect of big five personality dimensions on the academic performance of college students. Frontiers in Psychology. https://doi.org/10.3389/fpsyg.2025.1490427
Bhatti, S. H., Zakariya, R., Vrontis, D., Santoro, G., & Christofi, M. (2021). High-performance work systems, innovation and knowledge sharing: An empirical analysis in the context of project-based organizations. Employee Relations, 43(2), 438–458. https://doi.org/10.1108/ER-10-2019-0403
Birkinshaw, J., & Gibson, C. (2004). Building ambidexterity into an organization. MIT Sloan Management Review, 45(4), 47-55. https://mitsloan.mit.edu/sites/default/files/2023-01/smr-45-4-birkinshaw-gibson.pdf
Birkinshaw, J., & Gibson, C. B. (2004). The ambidextrous organisation. AIM Research Executive Briefing. http://www.aimresearch.org/publications/ambidexterousrpt.pdf
Camilleri, M. A., & Camilleri, A. C. (2018). The performance management and appraisal in higher education. In C. Cooper (Ed.), Driving productivity in uncertain and challenging times (pp. 1–21). British Academy of Management. https://core.ac.uk/download/pdf/159490000.pdf
Caniëls, M. C. J., & van Assen, M. F. (2019). How motivational orientations are related to ambidexterity. Kybernetes, 48(10), 2177–2189. https://doi.org/10.1108/K-10-2018-0584
Caniëls, M. C. J., & Veld, M. (2019). Employee ambidexterity, high performance work systems and innovative work behaviour: How much balance do we need? International Journal of Human Resource Management, 30(4), 565–585. https://doi.org/10.1080/09585192.2016.1216881
Cassill, D. L., & Singh, D. (2009). Ambidextrous mandibles in the fire ant Solenopsis invicta. Annals of the Entomological Society of America, 102(4), 713–716. https://doi.org/10.1603/008.102.0416
Chahar, B., & Hatwal, V. (2018). A Study of Performance Management System in Higher Education Institution with Special Reference to Academicians. Journal of Emerging Technologies and Innovative Research. https://doi.org/10.1729/IJCRT.17800
Chakma, R., Paul, J., & Dhir, S. (2021). Organizational Ambidexterity: A Review and Research Agenda. IEEE Transactions on Engineering Management https://doi.org/10.1109/TEM.2021.3114609
Daft, R. L. (2016). Organization theory and design (12th ed.). Cengage Learning. https://www.cengage.com/c/organization-theory-and-design-12e-daft/9781285866345/
Davis, F. D. (1989). Perceived usefulness, perceived ease of use, and user acceptance of information technology. MIS Quarterly, 13(3), 319-340. https://doi.org/10.2307/249008
Deutsch, M. (2015). The Psychoanalytic of the Child Volume. 2015.
Ghanizadeh, S., Ardabili, F. S., Kheirandish, M., Rasouli, E., & Hassanzadeh, M. (2022). Psychological Capital and Organizational Performance: The Mediating Role of Organizational Ambidexterity. Organizacija, 55(3). https://doi.org/10.2478/orga-2022-00
Gibson, C. B., & Birkinshaw, J. (2004). The antecedents, consequences, and mediating role of organizational ambidexterity. Academy of Management Journal, 47(2), 209–226. https://doi.org/10.2307/20159573
Goldberg, L. R. (1992). The development of markers for the Big-Five factor structure. Psychological Assessment, 4(1), 26–42. https://doi.org/10.1037/1040-3590.4.1.26
Gregory, R. W., Keil, M., & Muntermann, J. (2012). Ambidextrous IS strategy: The dynamic balancing act of developing a “transform & merge” strategy in the banking industry. In International Conference on Information Systems, ICIS 2012 (Vol. 2). https://aisel.aisnet.org/icis2012/proceedings/GovernanceManagement/2/
Huang, J., Gates, A. J., Sinatra, R., & Barabási, A.-L. (2020). Historical comparison of gender inequality in scientific careers across countries and disciplines. Proceedings of the National Academy of Sciences, 117(9), 4609–4616. https://doi.org/10.1073/pnas.1914221117
Ijigu, A. W., Alemu, A. E., & Kuhil, A. M. (2022). The mediating role of employee ambidexterity in the relationship between high-performance work system and employee work performance: An empirical evidence from ethio-telecom. Cogent Business and Management, 9(1). https://doi.org/10.1080/23311975.2022.2135220
Ikhsan Hajati, D., Artiningsih, D. W., & Wahyuni, H. N. (2018). Pengaruh Karakteristik Individu, Karakteristik Pekerjaan dan Karakteristik Organisasi terhadap Kinerja Pegawai (Studi pada Politeknik Kotabaru). Jurnal Bisnis Dan Pembangunan, 7(1), 1-10. https://doi.org/10.20527/jbp.v7i1.4739
Jansen, J. J. P., George, G., Van Den Bosch, F. A. J., & Volberda, H. W. (2008). Senior team attributes and organizational ambidexterity: The moderating role of transformational leadership. Journal of Management Studies, 45(5), 982–1007. https://doi.org/10.1111/j.1467-6486.2008.00775.x
Jensen, M. T., & Olsen, E. (2023). Academic burnout: Causes and consequences. In B. T. Asheim, T. Laudal, & R. Mykletun J. (Eds.), Academic burnout: Causes and consequences. Edward Elgar. https://doi.org/10.4337/9781035313174.00019
Kang, H., & Kim, M. (2019). The differential effect of exploration and exploitation on work performances. Sustainability, 11(7). https://doi.org/10.3390/su11072074
Kao, Y. L., & Chen, C. F. (2016). Antecedents, consequences and moderators of ambidextrous behaviours among frontline employees. Management Decision. https://doi.org/10.1108/MD-05-2015-0187
Kauppila, O. P., & Tempelaar, M. P. (2016). The social-cognitive underpinnings of employees’ ambidextrous behaviour and the supportive role of group managers’ leadership. Journal of Management Studies, 53(6), 1019–1044. https://doi.org/10.1111/joms.12192
Kobarg, S., Wollersheim, J., Welpe, I. M., & Spörrle, M. (2017). Individual Ambidexterity and Performance in the Public Sector: A Multilevel Analysis. International Public Management Journal, 20(2), 226–260. https://doi.org/10.1080/10967494.2015.1129379
Kolster, R. (2021). Structural ambidexterity in higher education: excellence education as a testing ground for educational innovations. European Journal of Higher Education, 11(1), 64–81. https://doi.org/10.1080/21568235.2020.1850312
Kusanke, K., Behnke, J., & Winkler, T. J. (2023). Personality Traits and Ambidextrous Work Environments in IT Organizations – A Person-Job Fit Perspective. Proceedings of the 56th Hawaii International Conference on System Sciences, 6290–6299 https://doi.org/10.24251/HICSS.2023.761
Lishandy, N. P. (2018). Pengaruh Karakteristik Individu Terhadap Kinerja Karyawan Dengan Motivasi Kerja Sebagai Variabel Intervening.
Liu, X., Zhang, M., & Chen, Y. (2021). The effect of gamification on user engagement and repurchase intention in mobile commerce: Evidence from Shopee. Electronic Commerce Research and Applications. https://doi.org/https://doi.org/10.1016/j.elerap.2021.101073
Luthans, F. (2011). Organizational behavior: An evidence-based approach. McGraw-Hill. https://books.google.com/books?id=y_1_PQAACAAJ
Mammadov, S. (2021). Big Five personality traits and academic performance: A meta-analysis. Journal of Personality, 90(2), 222–255. https://doi.org/10.1111/jopy.12663
March, J. G. (1991). Exploration and Exploitation in Organizational Learning. Organization Science, 2(1), 71–87. https://doi.org/10.1287/orsc.2.1.71
McCrae, R. R., & Costa, P. T. (2008). The Five-Factor Theory of Personality. In O. P. John, R. W. Robins, & L. A. Pervin (Eds.), Handbook of Personality: Theory and Research (3rd ed., pp. 159-181). The Guilford Press. https://www.guilford.com/books/Handbook-of-Personality/John-Robins-Pervin/9781593858360
Mom, T. J. M., van den Bosch, F. A. J., & Volberda, H. W. (2009). Understanding variation in managers’ ambidexterity: Investigating direct and interaction effects of formal structural and personal coordination mechanisms. Organization Science, 20(4), 812–828. https://doi.org/10.1287/orsc.1090.0427
Mom, T. J. M., Chang, Y. Y., Cholakova, M., & Jansen, J. J. P. (2019). A Multilevel Integrated Framework of Firm HR Practices, Individual Ambidexterity, and Organizational Ambidexterity. Journal of Management, 45(7), 3009–3034. https://doi.org/10.1177/0149206318776775
Morin, E. (2008). On Complexity (Advances in Systems Theory, Complexity, and the Human Sciences). Hampton Press. https://hamptonpress.com/product/on-complexity-edgar-morin/
Mu, T., van Riel, A., & Schouteten, R. (2022). Individual ambidexterity in SMEs: Towards a typology aligning the concept, antecedents and outcomes. Journal of Small Business Management, 60(2), 347–378. https://doi.org/10.1080/00472778.2019.1709642
Papachroni, A., & Heracleous, L. (2020). Ambidexterity as practice: Individual ambidexterity through paradoxical practices. Journal of Applied Behavioral Science, 56(2), 143–165. https://doi.org/10.1177/0021886320913048
Park, M., & Kim, S. (2022). Effects of Personality Traits and Team Context on Individual Innovative Behavior (Exploitation and Exploration). Sustainability. https://doi.org/10.3390/su14010306
Patel, P. C., Messersmith, J. G., & Lepak, D. P. (2013). Walking the tightrope: An assessment of the relationship between high-performance work systems and organizational ambidexterity. Academy of Management Journal, 56(5), 1420–1442. https://doi.org/10.5465/amj.2011.0255
Pertusa-Ortega, E. M., Tarí, J. J., Pereira-Moliner, J., Molina-Azorín, J. F., & López-Gamero, M. D. (2021). Developing ambidexterity through quality management and their effects on performance. International Journal of Hospitality Management. https://doi.org/10.1016/j.ijhm.2020.102720
Lee, S. P., Abdul Hamid, S. H., & Khalid, N. A. (2023). The relationship between gadget usage and the mental emotional state of schoolchildren during the COVID-19 pandemic. International Journal of Care Scholars, 6(1), 40–46. https://doi.org/10.31436/ijcs.v6i1.288
Pietsch, M., Aydin, B., Montecinos, C., & Bellibaş, M. Ş. (2025). Organizational ambidexterity and student achievement: Do knowledge exploration and exploitation in schools make a difference? Journal of Innovation & Knowledge, 10(1). https://doi.org/10.1016/j.jik.2024.100636
Plimmer, G., Bryson, J., & Teo, S. T. T. (2017). Opening the black box: The mediating roles of organisational systems and ambidexterity in the HRM-performance link in public sector organisations. Personnel Review, 46(7), 1434–1451. https://doi.org/10.1108/PR-10-2016-0275
Prihanto, J. J. N., & Kurniasari, F. (2019). Sustainable Digital Transformation in the Hospitality Industry: A Study of the Hotel Industry in Indonesia. Proceedings of the 2019 International Conference on Organizational Innovation (ICOI 2019). https://doi.org/10.2991/icoi-19.2019.38
Pulakos, E. D., Arad, S., Donovan, M. A., & Plamondon, K. E. (2000). Adaptability in the workplace: Development of a taxonomy of adaptive performance. Journal of Applied Psychology, 85(4), 612–624. https://doi.org/10.1037/0021-9010.85.4.612
Putra, F. H. R., & Khanagha, S. (2019). How to Make Exploratory Unit Ambidextrous? Navigating Contradictions of Exploration. Academy of Management Proceedings. https://doi.org/10.5465/ambpp.2019.18362
Raisch, S., & Birkinshaw, J. (2008). Organizational Ambidexterity: Antecedents, Outcomes, and Moderators. Journal of Management, 34(3), 375–409 https://doi.org/10.1177/0149206308316058
Raisch, S., Birkinshaw, J., Probst, G., & Tushman, M. L. (2009). Organizational ambidexterity: Balancing exploitation and exploration for sustained performance. Organization Science, 20(4), 685–695. https://doi.org/10.1287/orsc.1090.0428
Richter, L. E., Carlos, A., & Beber, D. M. (2010). Organizational Behavior (7th ed.). University of Phoenix.
Rosing, K., & Zacher, H. (2017). Individual ambidexterity: the duality of exploration and exploitation and its relationship with innovative performance. European Journal of Work and Organizational Psychology, 26(5), 694–709. https://doi.org/10.1080/1359432X.2016.1238358
Ryan, R. M., & Deci, E. L. (2000). Self-determination theory and the facilitation of intrinsic motivation, social development, and well-being. American Psychologist, 55(1), 68–78. https://doi.org/10.1037/0003-066X.55.1.68
Sadia, H., & Khan, F. (2025). Impact of Psychological Capital on Work Performance of University Teachers in the Province of Khyber Pakhtunkhwa. Regional Lens, 4(1), 59–66. https://doi.org/10.62997/rl.2025.41027
Schnellbächer, B., & Heidenreich, S. (2020). The role of individual ambidexterity for organizational performance: examining effects of ambidextrous knowledge seeking and offering. Journal of Technology Transfer, 45(5), 1535–1561. https://doi.org/10.1007/s10961-020-09781-x
Souza, C. P. da S., & Takahashi, A. R. W. (2019). Dynamic capabilities, organizational learning and ambidexterity in a higher education institution. Learning Organization, 26(4), 397–411. https://doi.org/10.1108/TLO-03-2018-0047
Spendlove, M. (2007). Competencies for effective leadership in higher education. International Journal of Educational Management, 21(5), 407–417. https://doi.org/10.1108/09513540710760183
Herawati, J., & Rinofah, R. (2019). Faktor-Faktor yang Mempengaruhi Kinerja Dosen. Akmenika: Jurnal Akuntansi dan Manajemen. https://doi.org/10.31316/akmenika.v16i2.395
Thomson, J. (2012). Organizational culture and climate. Routledge.
Thørrisen, M. M., & Sadeghi, T. (2025). Personality and education: associations between personality dimensions, academic field of study, and performance in upper secondary school and higher education. Cogent Psychology, 12(1). https://doi.org/10.1080/23311908.2025.2460853
Robertson, R. (1992). Globalization: Social Theory and Global Culture. SAGE Publications. https://doi.org/10.4135/9781446280447
Utomo, P., & Simatupang, B. (2019). The role of alliances formation in organizational ambidexterity and firm competitiveness: An empirical study in Indonesia digital startup firms. *International Journal of Scientific & Technology Research*, *8*(8), 1404–1409. https://www.ijstr.org/final-print/aug2019/The-Role-Of-Alliances-Formation-In-Organizational-Ambidexterity-And-Firm-Competitiveness-An-Empirical-Study-In-Indonesia-Digital-Startup-Firms.pdf
Venkatesh, V., Morris, M. G., Davis, G. B., & Davis, F. D. (2003). User Acceptance of Information: Toward a Unified View. MIS Quarterly, 27(3), 425–478. https://doi.org/10.2307/30036540
Wang, C., Jiao, H., & Song, J. (2023). Wear glasses for supervisors to discover the beauty of subordinates: Supervisor developmental feedback and organizational ambidexterity. Journal of Business Research, 158 https://doi.org/10.1016/j.jbusres.2023.113650
Wang, Y., Zhang, H., & Song, M. (2020). Pure or ambidextrous strategy? A study of responsive and proactive market orientations in industrial firms. Journal of Business and Industrial Marketing, 35(6), 1001–1010. https://doi.org/10.1108/JBIM-04-2019-0152
Xiang, S., Chen, G., Liu, W., Zhou, Q., & Xing, S. (2019). An empirical study of the impact of goal orientation on individual ambidexterity – moderating roles of goal interdependence and constructive controversy. Nankai Business Review International, 10(3), 465–484. https://doi.org/10.1108/NBRI-11-2018-0070
Yu, T., Gudergan, S., & Chen, C. F. (2020). Achieving employee efficiency–flexibility ambidexterity. International Journal of Human Resource Management, 31(19), 2459–2494. https://doi.org/10.1080/09585192.2018.1449762
Yu, X. R., & Kim, T. I. (2020). The impact of knowledge management and dynamic capacity on the ambidextrous innovation of Korean MNCs in the Chinese market. Journal of Korea Trade, 24(1), 99–112 https://doi.org/10.35611/jkt.2020.24.1.99
Yu, Z., & Huang, P. (2020). Local governments’ incentives and governing practices in low-carbon transition: A comparative study of solar water heater governance in four Chinese cities. Cities, 96 https://doi.org/10.1016/j.cities.2019.102477
Zacher, H., Robinson, A. J., & Rosing, K. (2016). Ambidextrous Leadership and Employees’ Self-Reported Innovative Performance: The Role of Exploration and Exploitation Behaviors. Journal of Creative Behavior, 50(1), 24–46. https://doi.org/10.1002/jocb.66
Zhang, J. A., Bai, T., Tang, R. W., Edgar, F., Grover, S., & Chen, G. (2022). The Development of Individual Ambidexterity Across Institutional Environments: Symmetric and Configurational Analyses. Management International Review. https://doi.org/10.1007/s11575-022-00477-y
Zhang, Y., Wei, F., & Van Horne, C. (2019). Individual ambidexterity and antecedents in a changing context. International Journal of Innovation Management. https://doi.org/10.1142/S136391961950021X



