
International Journal of Management and Administrative Sciences (IJMAS) 
(ISSN: 2225-7225) 

Vol. 3, No. 05, (08-22) 
www.ijmas.org 

                                                                                            

 

 

Copyright ©Pakistan Society of Business and Management Research 

8 

 
 

 

The Influence of Leadership Style, Organizational Culture, and Motivation on 
the Job Satisfaction and Lecturer’s Performance at College of Darud Dakwah 

Wal Irsyad (DDI) at West Sulawesi  
 
 
 
 
 

Anwar Sewang 
Darud Da’wah Wal Irsad (DDI) College,  

Indonesia 
anwarsewang2016@gmail.com 

 
 
 
 
 
 

Abstract: 
This research analyzed the influence of leadership style, organizational culture, and motivation on the 
performance of lecturer and job satisfaction. The study was conducted at DarudDa’wah WalIrsad (DDI) 
College in the Province of West Sulawesi, Indonesia. The 170 respondents in this study were lecturers, 
which were selected through purposive sampling method. The research data were analyzed by using 
SEM (Structural Equation Model).The results showed that leadership and motivation have significant 
influence on the job satisfaction and performance, while organizational culture is not significant. 
Keywords: leadership styles, motivation, organizational culture, job satisfaction, lecture’s performance 
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1. INTRODUCTION 
 The performance of lecturers according to Snell, Shadur, and Wright (1992) is the culmination of 
three inter-related elements, namely the skill, effort, and the external circumstances. The skill level is the 
basic material that is carried by one lecturer to work or classes such as knowledge, skills, abilities and 
interpersonal and technical abilities. The level of effort can be described as the motivation of the lecturers 
they use to complete their work, while the external conditions to support the productivity of lecture’s 
performance. Performance by Steers et al (1985) is the rate at the time of a person successfully completing a 
certain task. Nadler (1987) defines the performance of lecturers as elements of behavior displayed by a 
person in connection with the performance, which is the work of the lecturer in carrying out his or her duties 
and responsibilities as a member of the organization in an effort to achieve the goals of higher education 
including education, research, and community service. 

The performance of lecturers is influenced by various factors. On one hand, there is possibility that 
the performance of the lecturers to be successful in his job because he has the ability and skill. On the other 
hand, the level of the performance may also be influenced by the interactive relationship of various things in 
the work fields such as tools, methods or ways of working, relationships with co-workers, and other factors. 
As part of the process at the university management, such factors of conflict management strategy by the 
leaders, the collegiate climate, incentives for the lecturers and motivation of the lecturer to achieve particular 
goals become very important. The performance of the lecturers in the implementation of their tasks can be 
measured, such as considering the quantity and quality that can be completed by individuals within a certain 
time. During the process of measuring the performance of the lecturers, the most fundamental problem is the 
set of criteria as a standard measure. According to Jessup and Jessup (1975), which is firstly required in this 
case is a measure of success and other parts that are considered important in the job and trying to determine 
the significance of this success is very difficult. Because often times the performance of the professors are so 
complex that there is no definite size. The difficulty in determining the size of the base is a sensitive issue 
among industrial psychologists, and commonly known as the criterion problem (Wexley and Yukl, 1977). 

The performance of lecturers is closely tailed with the effectiveness of leadership style, including 
leadership in developing and managing university as educational institutions. In educational institutions like 
Darul Dakwah Wal Irsyad (DDI) College in West Sulawesi Province, Indonesia, leadership is the most 
instrumental component in improving the quality of education. The role of leadership becomes the central 
force that becomes the driving force collegiate life at DDI College. The leaders have to understand the duties 
and functions for the success of the institution as well as having concern with the staff and students. 

The effectiveness of performance management is very important for every organization. In addition 
to DDI College as an educational organization, in general, lecturer’s performance is largely determined by the 
effectiveness of the leadership style. Effective leadership will have an impact on the high performance and 
otherwise ineffective leadership may bring the psychological impacts to the members of the 
organizationwhich can be realized through their care about their work and responsibility for the progress of 
the organization that ultimately may cause to the lower performance. 

This behavior is expected to build and maintain a good performance of the lecturer; a leader must 
pay attention to the rights of lecturers as who are not only required to perform duties or obligations, but also 
should get serious attention from the leader. These concerns can be demonstrated by the behavior of a task-
oriented leader as well as on social relationships, which are both capable of affecting the performance of the 
lecturers. Gibson (1987) states “in order to make the organization members are able to fulfill the tasks of the 
organization it should be largely dependant on the leadership styles used by leaders". 

Many lecturers are less developed in their duties due to the leadership style which is lack of initiative 
and creativity in taking policy measures to hold coaching to the lecturer; the coaching clinic so far has been 
conducted as formality only. Lecturers were dissatisfied over the lack of attention which may lead to low 
achievement of the work. Lecturers who have finished their tasks at a specified time limit are sometimes not 
awarded differently with the professors who did not complete the task on time. Lecturers make a good 
learning tool with an opportunity to be promoted together with other lecturers who do not make the 
administration/learning media properly; this may affect the motivation of the lecturers to work optimally. 
Leaders do not carry out supervision to all lecturers and provide benefits or incentives in line with 
expectations based on the lecturers’ additional tasks given to them. In other words, lecturers with additional 
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tasks or workload are sometimes given the same allowances compared with the other lectuers who only get 
one additional duty apart from the basic tasks to be carried out as a lecturer. 

Low discipline, enthusiasm, passion and motivation of teachers and the lack of dedication of the 
lecturers are the form of dissatisfaction with the coaching duties of the leadership to the lecturers. Thus the 
performance of lecturers in teaching is less motivated in the development of education at DDI College. To 
improve the quality of education is difficult to achieve because of the development of university education 
DDI College is largely dependent on the ability of the lecturers in carrying out the teaching and learning tasks, 
which is determined by the effectiveness of the leadership style and coaching conducted by the provision of 
motivation to lecturers. Therefore, leaders need to actualize leadership style and provide good motivation to 
improve the performance of the lecturers. 

The reality at by DDI College is an imbalance between the growth in quantity and quality. This fact 
illustrates that the leaders of the college are generally less concerned about the development of management. 
In other words, the organizational management has been measured by obedience of the subordinates to 
superiors, not a strategy that focuses on the development of sciences. It gives an overview of the less 
accelerated work culture. Thus, the changes made are not balanced with the acquisition of quality demanded 
in the increasingly competitive domestic and global competition. The objective condition also means that the 
management and strategies that can be used have not been able to solve urgent problems at DDI College that 
have high levels of complexity. 

Based on the reality and theoretical explanation above, the research needs to be conducted to 
elaborate the use of human resource management approach model to manage DDI College, especially in the 
development of lecturers. It is based on the grounds that the success of DDI College in improving the quality 
of its graduates lies in the teaching and learning process at the universities that depends qualified lecturers 
and professionals in the field. The lecturer’s performance is driving the success of several objectives achieved 
by DDI College, so it is expected that the graduates should be the role model and have steady identity and 
personality. 
 The goal of this research is to analyze the influence of leadership styles, organizational culture and 
work motivation on the job satisfaction and the performance of lecturers. 
 

2. METHOD 
Research Design 

According to the objectives of this research, the design of this research covered explanatory research. 
The procedure to obtain the data used in this study was direct surveyon the study site and determined the 
samples of one population. The data were also collected through the provision of a questionnaire. 
Research Subject 

The research subjects were university lecturers who have served at the research locations namely: 
(1) Islamic College (STAI) DDI Polewali Mandar consisted of 65 lecturers; (2) Islamic College (STAI) DDI 
Majene consisted of 30 people; (3) Institut of Teacher Training and Education (STKIP) DDI Mamuju consisted 
of 48 people; and (4) Islamic Teaching College (STIT) DDI Pasangkayu consisted of 30 people. The total 
number of subjects was 170 people who represented the entire lectueres at DDI College in West Sulawesi, 
both lecturer of the institution (foundation) and lecturers with civil servant status (PNS). 
Variables, Indicators, and Questionnaire Items 

Data collection in this research was conducted by using questionnaire items that have been 
elaborated according to the indicators presented in the following Table 1. 
 
Table 1. Variables, Indicators, and Quostionnaire Items 
 

Variables Indicators Questionnaire Items 
Leadership style 
(xǐ) 

Transformational 

Leaders try to improve the optimism of the members to 
achieve higher and better careers 
Leaders are the role model (figure) of the success of the 
organization  
Leaders give various perspectives and solutions towards the 
problems at work  
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Leaders are influential to the new idea and initiatives to run 
the management at work  

Leaders give rewards and appreciation for those who 
completed their tasks well 

Transcational 

Leaders frequently give specific attention in solving the 
problems at work  
Leaders give rewards and appreciation for those who 
completed their tasks well 

Leaders retain of the work achievements 

Leaders give specific direction of the strategies related to the 
jobs or tasks 

Leaders of this institution are fully supportive to all idea or 
initiatives in finishing the jobs 

Organizational 
Culture (x2) 

Task-based 
orientation 

 
 

Institutions provide opportunity for the members to propose 
the program together. 
Institutions provide freedom in finishing jobs with the 
style preferences of each member. 
Institutions provide freedom for the members of organization 
to propose the idea. 
Institutions provide work programs periodically in finishing 
the programs at the organizations.  

Result-based 
orientation 

Institutions give target of work achievement that must be 
achieved by the members of organizations. 
Realization of the institutions is discussed and presented to 
the members of organization.  

Human resource 
oriented 

Institutions are selective in conducting selection or 
recruitment of new lecturers. 
Institutions conduct assessment and evaluation to the 
performance of lecturers. 
Institutions appreciate good performance by the lecturers. 

Instutions give sanction or penalty to lecturers with low 
performance. 

Growth and 
empowerment 

oriented 

Institutions provide freedom for the members to initiate in 
developing teaching method. 
Institutions strive to encourage the lecturers to conduct 
research in their field. 
Institutions develop the strategy and procedure for effective 
implementation of community service. 
Institutions provide support in finishing academic forum or 
activities at campus. 

Job Motivation 
(x3) The need for 

achievement 
 

There is calculation of the risks of the job. 

The ability to finish both main tasks and additional tasks at the same 
time.  
In finishing each job, there is motivation to finish as good as possible.  

The need for power 

You try to defend every argument in meeting or forum. 

You try to give suggestions to colleagues in finishing their jobs. 

You are likely to take over your partner’s responsibility in 
finishing their job in order to gain recognition of the job. 
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The need for 
affiliation 

You prefer to finish your jobs together with colleagues. 

The work environment demands you to adjust with the work field 
or situation. 
In finishing your job, you prefer to socialize the job to other 
colleagues. 

Job satisfaction 
(y1) Satisfaction on the 

job 

Lecturers are to master the materials they teach and the jobs they are 
assigned.  
They feel comfortable with their job and profession as a lectuer. 

They are proud of their job and profession as a lecturer. 

Reward 

The salary they earn is enough and proper. 

The salary is properly as expected by the lecturers. 

They receive the salary ontime. 

Opportunity to be 
promoted  

All lecturers have the same opportunity to be promoted to higher 
position.  
Institutions provide wide opportunity for the lecturers to develop 
their careers.  
Institutions have clear regulation in relation to promotion for the 
lecturers. 

Supervision  

Institutions conduct supervision and coaching to the lecturers. 

Lecturers feel they are supervised by the institutions in finishing their 
jobs they are assigned. 
Institutions are looking for the mistakes committed by the lecturers 
and staffs. 

Colleagues / partners 

During the interaction with colleagues, they are really attractive. 

Colleagues and partners are supportive in finishing their jobs 
assigned by the institutions. 
Colleagues are cooperative in finishing their jobs assigned by the 
institutions. 

Lecturer’s 
Performance (y2) 

Education and 
teaching 
 

Lecturers have conducted teaching and testing. 

Lecturers have conducted seminar advisory and supervision to 
the students. 
Lecturers give supervision for community services, civic 
education, and apprenticeship. 
Lecturers supervise dissertation, thesis, and bachelor’s thesis at 
the final defence.  
Lecturers become the supervisor for final test. 

Lecturers become academic advisor and students’ supervisor. 

Lecturers develop teaching materials for students. 

Lecturers have presented their papers on academic seminar.  

Lecturers are assigned as principles at the university. 

Research 

Lecturers published academic papers on periodic journals. 

Lecturers conduct researches by sponsor or private funding. 

Lecturers write teaching material and modul.  

Community services 

Lecturers implement the results of research for community 
services.  
Lecturers give training, socialization, worshop, and seminar to 
the community.  
Lecturers perform community services in the field of humanity.  
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Lecturers write and publish papers about community services.  

 

Supporting items 

Lecturers are involved as committee in events or programs at 
the university.  
Lecturers are active being members of professional association. 

Lecturers are active in academic forum.  

Lecturers have received honors or awards from various 
institutions. 
Lecturers have achievements in sports and arts. 

 
Data Analysis Technique 

According to the objective of this research, the technique used for data analysis was through Structural 
Equation Modelling (SEM) which was operated by Analysis of Moment Structures (AMOS) version 4.01. The 
data analysis model can be presented in the Figure 1. 
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Figure 1. Structural Model 
 

 
 
 

3. FINDINGS 
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Variable of lecturer’s performance (Y2) in this research is based on the Three Pillars of Higher 
Education, consisting of education and teaching, research, community services, as well as supporting aspects. 
In order to achieve higher performance of the lecturers, lecturers should do all of their functions well. The 
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Table2. Description of Variable of Lecturer’s Performance (Y2) and Indicator of Educational and 
Teaching (Y2.1) 

Score for Respondent’s Asnwers 

Information 
5 4 3 2 1 

Mean 
F % F % F % F % F % 

Having conducted teaching and 
evaluation (Y2.1.1) 

124 72.9 29 17.1 15 8.8 2 1.2 0 0 4.62 

Having conducted supervision and 
seminar for the students (Y2.1.2) 

56 32.9 55 32.9 33 19.4 26 15.3 0 0 3.83 

Supervising community service, civic 
education, and apprenticeship (Y2.1.3) 

74 43.5 59 34.7 36 21.2 1 0.6 0 0 4.21 

Supervising dissertation, thesis, 
bachelor’s thesis, or final project 
(Y2.1.4) 

71 41.8 60 35.3 35 20.6 4 2.4 0 0 4.16 

Being the examiner for final project 
(Y2.1.5) 

63 37.1 51 30.0 39 22.9 17 10.0 0 0 3.94 

Being the supervisor for academic 
and students affairs (Y2.1.6) 

101 59.4 37 21.6 30 17.6 2 1.2 0 0 4.39 

Developing teaching materials for 
students (Y2.1.7) 

134 78.8 13 7.6 19 11.2 4 2.4 0 0 4.63 

Presenting paper on academic forum 
or seminar (Y2.1.8) 

10 5.9 141 82.9 16 9.4 3 1.8 0 0 3.93 

 Mean of indicator  4.23 
 
Table 3.Description of Variable of Lecturer’s Performance (Y2) and Indicator of Research (Y2.2) 

Score for Respondent’s Asnwers 

Information 
5 4 3 2 1 

Mean 
F % F % F % F % F % 

Publishing academic paper and 
published on periodic journals (Y2.2.1) 

107 62.9 44 25.9 10 5.9 9 5.3 0 0 4.46 

Conducting research by sponsor and 
private fundings (Y2.2.2) 

72 42.4 74 43.5 24 14.1 0 0 0 0 4.28 

Writing textbook as teaching 
materials and modul (Y2.2.3) 

104 61.2 45 26.5 17 10.0 4 2.4 0 0 4.46 

 Mean of indicator 4.02 
 

 
Table 4. Description of Variable Lecturer’s Performance (Y2)and Indicator of Community Services 
(Y2.3) 

Score for Respondent’s Asnwers 

Information 
5 4 3 2 1 

Mean 
F % F % F % F % F % 

Implementing the results of reseatch 
for community services (Y2.3.1) 

29 17.1 128 75.3 10 5.9 3 1.8 0 0 4.00 

Giving training, socialization, 
workshop, and seminar to the society 
(Y2.3.2) 

147 86.5 5 2.9 13 7.6 5 2.9 0 0 3.82 

Giving community services in the 
field of humanity (Y2.3.3) 

39 22.9 111 65.3 16 9.4 4 2.4 0 0 3.46 

Writing and publishing academic 
paper of community services (Y2.3.4) 

39 22.9 100 58.8 16 9.4 15 2.4 0 0 3.56 

 Mean of indicator 3.71 
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Table 5. Description of Variable of Lecturer’s Performance (Y2)and Indicator of Supporting Items 
(Y2.4) 

Score for Respondent’s Asnwers 

Information 
5 4 3 2 1 

Mean 
F % F % F % F % F % 

Being involved as committee in 
events or programs at the 
university. (Y2.4.1) 

54 31.8 72 42.4 36 21.2 3 1.8 5 2.9 3.98 

Being active being members of 
professional association.(Y2.4.2) 

112 65.9 36 21.2 13 7.6 9 5.3 0 0 4.47 

Being active in academic forum. 
(Y2.4.3) 

82 48.2 66 38.8 19 11.2 3 1.8 0 0 4.33 

Having received honors or awards 
from various institutions.(Y2.4.4) 

105 61.8 43 25.3 17 10.0 5 2.9 0 0 4.46 

Having achievements in sports and 
arts.(Y2.4.5) 

42 24.7 40 23.5 43 25.3 17 10.0 28 16.5 3.3 

 Mean of Indicator 4.11 
 

According to the results of calculation of SEM analysis through AMOS Software, the results are as follows: 
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Figure 2.  Results of Final Structural Evaluation Model 
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population can be explained by the sample covariance matrix, so that the feasibility of the model based on the 
value of GFI is good. The value of RMSEA was 0.072 that has met the recommendation criteria as it is 
suggested under 0.080, so the feasibility of the model based RMSEA is good. The good value for GFI is because 
the value has exceeded the minimum recommended value. Other criteria are also good because they have the 
results of calculations that have to abide by the recommendation. The results of the model test with chi-
square resulted in a decrease in the value of up to 234.732 with a probability of 0.00. The results of this test 
explains that empirical data no different from the model proposed (prob> 0.05). The results of the analysis 
were concluded that the evaluation model has an acceptable feasibility. 

Causality relation developed in the hypothesis in this model was tested with the null hypothesis 
stating that the regression coefficient of interrelationships is not different with zero through t-test like the 
one in the regression analysis. Statistical value of critical ratio (CR)would be distributed t with the 
independent degree of 37. The following is the description of the results of tests on three hypotheses on the 
structural model proposed in this study. The use of the emblem gamma () shows the influence of exogenous 
constructs against endogenous, while the emblem beta () shows the influence of the endogenous constructs 
against endogenous. 

The hypothesis tested produced assumption that the leadership style, organizational culture and 
work motivation influence the performance of lecturer through job satisfaction. Based on the analysis, teh 
data are presented in the following table. 
 
Table 6. t-testof (CR) Teh influence of leadership style, organizational culture, work motivation on the 
lecturer’s performance 
 

 
Lambda / 

LoadingFactor 
SE C.R. P 

KD <-- KK 0.802 0.120 6.683 0.000 
 

Based on the table, it is shown that variable job satisfaction has a value of the critical ratio (CR) of 
6.683 that is greater than 2 and p-value is less than 0.05. Loading factor coefficient of job satisfaction towards 
lecturer’s performance has a value of 0.802. These results give a decision that variable job satisfaction has a 
significant influence on the performance of lecturers. Thus, the research hypothesis stating that leadership 
style, organizational culture, work motivation have a significant influence on the performance through job 
satisfaction can be accepted (proven). 
 
Table 7.Direct influence, indirect, and total inlfluence 

Independent Dependent Direct Indirect Total 

Leadership style Job satisfaction 0.395 0.000 0.395 

Organizational culture Job satisfaction 0.099 0.000 0.099 

Work motivation Job satisfaction 0.337 0.000 0.337 

Leadership style 
Lecturer’s 
performance 

0.575 
0.36 

0.931 

Organizational culture 
Lecturer’s 
performance 

0.161 
0.09 

0.250 

Work motivation 
Lecturer’s 
performance 

0.204 
0.34 

0.543 

Job satisfaction  
Lecturer’s 
performance 

0.900 
0.000 

0.900 

 
Direct and indirect influence proved that the relationship between the exogenous variables of 

leadership style, organizational culture and motivation have direct influence on the endogenous variable of 
job satisfaction, while the indirect influence has a very small value or likely to be zero. Likewise, the influence 
of exogenous variables of leadership style, organizational culture and work motivation on faculty 
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performance endogenous variable has relatively large value of indirect influence. This shows that job 
satisfaction variable has been able to mediate the exogenous variables of leadership style, organizational 
culture, and motivation on the performance of the lecturers. These results are also proven by the significant 
influence of job satisfaction on the performance of lecturers in DDI College Polewali. In addition to workplace 
culture variable on the performance of lecturers has relative large influence if it is mediated by job 
satisfaction variable. 
 

4. DISCUSSION 
Based on the results of hypothesis testing, it can be summarized that the style of leadership, 

organizational culture and work motivation are proven to influence the job satisfaction of the lecturers. 
Leadership style and work motivation have a significant influence on the performance, while the work culture 
is proven to influence insignificantly on the performance of lecturers of DDI College Polewali Mandar and job 
satisfaction has significant influence on the performance. Based on the results of the three tests the 
hypothesis that reflects direct influence, it was concluded that the leadership style, organizational culture and 
work motivation have significant influence on the job satisfaction lecturer at CDDI College. Corroborating the 
results of the hypothesis test, it was discussed the causality of each variable. 
The relation of leadership style, organizational culture and work motivation on the job satisfaction 

From the results of a statistical analysis showed that the variables of leadership style, organizational 
culture and work motivation have a positive and significant influence on the job satisfaction. This indicates 
that the leadership style that considersthe relationship of tasks and human relations for lecturers at DDI 
College may improve the employee’s satisfaction at work. It also happens to work motivation. It means the 
better work motivation owned by the lecturers as indicated by the increased needs for affiliation so that it can 
be created a comfortable working atmosphere; it will be able to increase job satisfaction lecturer. 

Likewise for the variable of organizational culture in shaping the job satisfaction, the improvements 
considering the members of organization with the tasks performed by the lecturers, as well as considering 
the relation between human and DDI College Polewali Mandar, it will also increase the employee’s 
satisfaction in their work. The attention on the work motivation, especially attention to the need for affiliation 
and the need to perform the job satisfaction will increase. 

This result supports the results of Chen (2004) and Yousef(2000) which indicates that good work 
motivation will be able to increase job satisfaction of the employee. In addition to the organizational culture 
that lecturers can work comfortably thus it would increase the job satisfaction. The fulfillment the needs of 
employees to increase the achievement can be done by providing motivation in conducting Three Pillars of 
Higher Education. This means that the organization is able to increase the job satisfaction of the lecturers 
quickly and it is necessary to note the variables used in this study and the indicators that make up the 
variable. 
The relation between leadership style and work motivation and organizational culture with lecturer’s 
performance 

Based on the statistical test results, it can be concluded that the leadership style and work motivation 
have significant influence on the lecturer’s performance, while the organizational culture does not influence 
the performance. This indicates that the application of leadership style is appropriate to the condition of the 
organization that will improve the performance of the lecturers. The same thing is also on work motivation, 
which is the higher the motivation is owned by the lecturers the better the performance of lecturers viewed 
from the process of education and teaching, the quality and quantity of research and community services, and 
the activities of lecturers on the activities carried out at the campus. The improvement of work motivation 
according to the perception of lecturers at DDI College Polewali Mandar is that the higher the level of 
performance of the lecturers. This work motivation was primarily driven by the need for achievement and the 
needsfor affiliation with high value of loading factor. Partially it can be explained that good leadership style in 
accordance with the conditions of organization will improve the performance of the lecturers. 

Organizational culture does not affect the performance of the lecturer. It means that the increase in 
the improvement of organizational culture at DDI College Polewali Mandar is not able to improve the 
performance of lecturers directly. This is due to the strength of the local culture in influencing internal 
educational institutions which may cause slow development of an organizational culture that is oriented to 
the improvement of the working system and the performance of lecturers. The consideration on the job 
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satisfaction of the lecturers, however, may significantly increase the performance of lecturers. Work 
motivation has positive and significant influence on the performance of lecturers. Theoretically, the findings 
of this study support the theory by Oemar (2005), Joseph (2005) which states that the work motivation 
affects the improvement of the individual performance. The results of this study, however, do not support the 
results of previous studies, such as Mitchell (1982) in Robbins (2003), Rivai (2004), Siagian (1995), who 
examined the influence of organizational culture on the performance level of the lecturers. In addition to the 
results of this study also support some of the results of research on leadership style on the performance of 
employees conducted by Yousuf (2004) who states that leadership style is one way for the improvement of 
the performance. It can also be used as the basis for strategies that can improve the performance of lecturers. 

Lecturer’s performance can be improved if the lecturer becomes the empowered individual, with 
good leadership style and organizational culture so that the individual will be highly motivated. Leadership 
style is able to improve the performance of lecturers as well as work motivation. Organizational culture in 
this study, however, was not able to improve the performance of lecturers. 
The relation between job satisfaction and lecturer’s performance 

Another interesting finding from this study was based on statistical analysis of the information 
indicates that organizational culture does not affect the performance of teachers, but significantly on the job 
satisfaction, while job satisfaction has a significant influence on the performance of lecturers. This means 
organizational culture is not able to improve the performance directly of the lecturers, but it should be 
through job satisfaction. So the role of job satisfaction might be able to mediate the leadership styles, 
organizational culture, and work motivation to improve the performance of lecturers. 

These findings support previous research, such as conducted by Chen (2004), that job satisfaction 
has significant influence on the performance. Besides that, job satisfaction is able to mediate the increase of 
lecturer’s performance coming from the leadership style that focuses on the relationship of tasks and human 
relations, organizational culture shaped by the orientation on the job, results orientation, human orientation 
and development orientation. Besides job satisfaction is also able to mediate work motivation formed of the 
need for achievement, need for power and the need for affiliation. 
 

5. CONCLUSION AND SUGGESTIONS 
Conclusion 

In general it can be concluded that variables of leadership style, organizational culture, work 
motivation, and job satisfaction have significant influence on the performance of the lecturers. Variable of 
organizational culture, however, do not have influence on the performance, but job satisfaction is able to 
mediate variables of leadership style, work motivation, and organizational culture that in turn will influence 
significantly on the performance of the lecturers. 
Suggestions 

Based on data analysis, statistical calculation process, the testing model of empirical research and 
discussion of the results, there are some suggestions as follows: 
1. Based on the results of empirical studies of the results of this research, the performance of lecturer, 

especially at DDI College Polewali Mandar has chance to be improved. This performance improvement 
could be done by providing motivation to pursue better achievement as well as good leadership style that 
focuses on work and human relations in the work environment. 

2. Leadership style which is oriented on the improvement of employee’s performance should preferably be 
able to improve the performance of lecturers in implementing the Three Pillars of Higher Education. It is 
based on responses from respondents who gave high score to the indicator of transactional leadership 
style. 

3. Organizational culture needs to be improved given the results of the analysis showing that organizational 
culture does not influence on the performance of lecturers for the creation of organizational culture is 
both flexible and intended to increase job satisfaction. So that by increasing the job satisfaction will 
increase the performance of the lecturers. 

4. Improving the mechanisms of the system for research and community secvices for the lectuers so that 
they can be more productive and loyal; they are satisfied with their performance in conducting Three 
Pillars of Higher Education at DDI College Polewali Mandar. 

5. Corroborated the results of this study, there should be research with a larger sample such as involving 
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lecturers from other universities in Polewali Mandar that can be used as the comparison, so the 
generalization of the results of the research could represents the state of higher education in general in 
West Sulawesi. 

6. There should be consideration to other variables in relation to the performance of lecturers, in addition 
to the indicators of leadership style, organizational culture, work motivation and job satisfaction. 
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