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Abstract.This research was motivated by researchers’intention to see how good the performance of lecturers in state
universities in South Sumatra. The purposes of this research were to determine 1) the effect of competence, motivation,
organizational commitment partially or simultaneously to job satisfaction, and 2) to determine the effect of competence,
motivation, organizational commitment and job satisfaction partially or simultaneouslyand its implications to the
performance of lecturers in state universities in South Sumatra. This research employed descriptive quantitative
approach, using questionnaire as the instrument of data collection as well as an explanatory approach in obtaining a full
picture of the phenomenon indepth. This study used sample of 355 respondents from four state universities in South
Sumatera. It employed Structural Equation/Structural Equation Modeling (SEM)in the modeling analysis. The result of
this researchshowed that the result of the whole construct exogenous significantly affect endogenous construct either
partially or simultaneously.Simultaneously competence, motivation and organizational commitment had influence on
job satisfaction with R2 = 0.63 or 63%. Furthermore, competence, motivation, organizational commitment and job
satisfaction simultenuously had effect on the performance of lecturers with R2 = 0.83, or by 83%. From the contribution
of each exogenous construct, factor that needed close attention in order to improve the performance of lecturers of
stateuniversities in South Sumatra was job satisfaction in the dimension of functional position promotion. The
conclusion of this research was thatcompetence, motivation and commitment were necessary to improve the
performance of lecturers in state universitiesin South Sumatraby taking into account factors of job satisfaction as an
intervening variable dimension, especially infunctional position promotion.
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I. INTRODUCTION

The era of globalization and openness
demand educational institution to be more
innovative and creative in generating superior
quality and competitive human resources.The
intense competition among universities at the
domestic level and foreign universities can not be
avoided. Indonesia needs a good education in
order to develop. In human development index at
ASEAN level by UNDP, Indonesia is currently at
No. 6 out of 10 ASEAN countries under the
Singapore, Brunei, Malasyia and Thailand and
over Myanmar, Laos, Cambodia, Timor Leste,
Vietnam and the Philippines (Reuters, July 25,
2014). The indicator development index like
success of health, access to knowledge and a
decent standard of living are quite behind in
comparison with other countries of this region and
colleges in South Sumatra in anticipation to keep
up with other institutions both foreign and
domestic must becompetitivein term of human
resources, facilities and other supporting
infrastructure.One of the efforts to improve the
quality of university education is to provide
resources in the form of faculty teaching staff as a
source of student learning. The availability of

lecturers, educational staff and other support
facilities will determine the success of the
universities and colleges expected by public
besides the role of government to provide the
widest access to the public.The role of the faculty
for educational success will encourage universities
to make efforts to produce qualified graduates. Act
No. 13/2005 on national education system and
Law No.14 in 2005 about teachers only describes
education from primary education to higher
education. The issuance of Law No. 12 /2012
about Higher education includes more specific
about vision and mission of higher education in
Indonesia. Higher Education Act No. 12/2012
article 1, paragraph 1 states:

Education is a conscious and deliberate
effort to create an atmosphere of learning and the
learning process so that learners are actively
developing their potential to have spiritual power
of religion, self-control, personality, intelligence,
character, and skills that are important for
themselves, society, and nation.

Referring to the Regulation of the Minister
of Education and Culture No. 49/2014
aboutNational Education Standards of Higher
Education article 1, paragraph 1 states that National
Standards of Higher Education is the standard unit
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includes the National Education Standards,
National Standards for Research, and National
Standards for Community Service. This means that
central coverment recognizes the importance of
education and this rule indicates that a lecturer
should have a qualification in teaching, doing
research and conducting community service.

Government Regulation (PP) No. 19/2005
about National Education Standards, article 28
states that "teachers should have academic
qualifications and competence as agents of
learning, physical and spiritual health, and have the
ability to achieve the goal of national education".
Furthermore, paragraph 14 of article 1 of Law No.
12/2012 abaut higher education states that lecturers
are professional educators and scientists with the
main task of transforming, develop, and
disseminate science and technology through
Education, Research and Community Service. This
means that the learning process is a process of
student interaction with faculty and learning
resources in a learning environment so that the
lecturer must be a man with certain qualifications
in order to achieve a useful learning process for the
students.

The presence of lecturers who do not have
qualification according to the requirements of laws
and the small number of lecturers with doctor title
limit the progress of universities or colleges both in
teaching, research and community service as well
as in producing qualified graduates. The reluctance
of lecturers to continue their education to a higher
level due to several factors such as funds, foreign
language, fear of leaving the family and their
thinking that pursue higher degree is a waste of
time.

One of the achievements of faculty
performance can be seen from the presence in
providing courses in the classroom, from the
information obtained from the staff personnel at the
four universities, the average lecturersreached 92.It
meant teaching performace achievement was still
lack of 8%. The staff personnel noted that this
shortage caused by that the lecturers attended
seminars both inside and outside the country, or
sick so that the target 100% of teaching could not
be met.In addition to lack discipline on the
presence was there were many lecturers who had
not got certification. Certification not only
increased the level of welfare but also increased
sense of pride of lecturer. From the data obtained
the number of lecturers at the four state universities
that did not yet have the certificate of professional
educators was about 25% meanwhile the rest had
already had theirs.

Realizing that there are sufficient number
of lecturers who hadn’t got their certification
and(1) the demand of universities accountability in
the era of autonomy in higher education; (2) The
general public needed to know how big the quality

already achieved by the university or college; and
(3) the impact of globalization required state
universities to create competitive advantage with
quality assurance orientation. Then university or
college had to be able to create qualified lecturers
as well as lecturer with the ability to do research.

Lack of performance in the field of research
and dedication will affect the performance of
lecturers itself so that lecturers feel dissatisfied
with what he had done. Robbins (2015: 46) states
that job satisfaction is defined as a positive feeling
about the work of someone as the result of
characteristic evaluation. Furthermore, Robbins
(2015: 97) states that the people who have jobs that
are congruent with the personality should be more
satisfied and less risky comparee to people who
have jobs that are not congruent with their
personality.

This lack of work motivation andlow
organizational commitment has implications for
educational purposes. Organizational commitment
is a condition or the degree to which an employee
is in favor of a particular organization and its goals,
as well as the intention and maintain membership
in the organization. From the description above, the
researcher wanted to know whether the
competence, motivation and organizational
commitment effect job satisfaction and
performance of lecturers.

Based on the background of above, the
author was interested in conducting research
entitled "Determinants of Job Satisfaction and Its
Implication on Lecturer Performance in State
Universities in South Sumatra.

PROBLEMS
Based on the identification and restrictions on

research problems as mentioned above, the
researcher formulated research problems as
follows:Did competence, work motivation,
organizational commitmeneffect job satisfaction
and performance of lecturers in state universities in
South Sumatra?

PURPOSES
In accordance to the formulated problems, the

objectives of this study were as follows: To
analyze and find empirical evidence of the effectof
competence, motivation,organizational
commitment on job satisfactionand performance of
lecturers.

II. THEORETICAL FRAMEWORK

Great Challenges and the competition in
higher education should be anticipated as early as
possible in order to create young generation that is
capable of competing nationally and
internationally. Universities as the place of study
before plunging in the world of work must create
structured and continuous learning in such a way to
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achieve educational goals. Achieving these
objectives requires human resources as a source of
learning for students. Learning resources are
lecturers who are able to carry out their duties in
their respective fields. Universities should be aware
that competition and challenge not only in terms of
facilities but how to manage the resources of the
faculty. In addition to the challenges of global
society, it is proper for universties and colleges in
South Sumatra to be on the top 10 best universities
in Indonesia. One determining factor of the success
of an educational institution is in the lecturers who
provide instruction to students. Lecturer as learning
resource should be prepared in order to have
sufficient competence in addition to factors that are
not less important for increasing faculty
performance like motivation of lecturers. Qualified
competencies must be accompanied with
motivation in order to transform knowledge to
students. Lecturers should be able to produce
research at national and international level.
Commitment of the lecturers can hinder their
performance improvement since commitment a
promise to yourself in implementing the tasks.
Another aspect that is also important in improving
the performance of the lecturer is the job
satisfaction of the lecturers such as working
conditions, and wages. Working conditions need to
get the most attention because lecturers devote
themselves to the success of the students.

The Effect of Competence on Job Satisfaction
Paloniemi (2006: 439) in Latunani (2014)

defines competency as increasingly being
highlighted in working life. Furthermore, he
believes that competence is crucial resource for
individual, organization, and community. While
Dharma (2005: 177) states that competence in the
form of knowledge, skills and abilities and personal
characteristics can affect one's satisfaction.

Spensers and Spensers in Nur'aini (2011:
105), suggests that the individual competencies
arethe characters of attitude and behavior, or the
ability of individuals who are relatively stable
when face situations in workplace. The concept of
competence raised by Spenser and Spenser is in
line with the concept in this research.

Lecturers’ competence has powerful effect
on job satisfaction because lecturers’competence is
one important factor inhigher education
organization. The lecturers’competence becomes a
benchmark for the success of the learning process.
Thus, a teacher should have vision and qualified
knowledge, skills and abilities.

This implication has the meaning that the
active contribution of all stakeholders in the
organization, such as students and employees as
human resources also need to be taken into
account. Management of large organizations that
require great supporting competence so that the

univerity or college will be more appreciated.
Another opinion Jakson et.al (2010: 205) states that
competence is the pattern of knowledge, skills,
abilities, attitudes and other characteristics that can
be measured needed by somebodyto do job or
function properly.

Lecturers who have high competence will
work in accordance with the standards of
certification expertise they have so that when they
get, they areable to ass the standard that has been
determined in accordance with the guidelines.

Competence that suit the need of
lecturers’work will create job satisfaction, high
work motivation, commitment and active
participation in various activities, thus it is
probable that competence effect lecturers’job
satisfaction.

The Effects of Work Motivation on Job
Satisfaction

Motivation is the stimulation of lecturers
to work better in accordance to the standards.
Stimulation or encouragement can be both internal
and external that provide benefits to change the
attitude of lecturers in carrying out their duties and
responsibilities. Ahmed Isfaq (2010) conducted a
study on the motivation and satisfaction in relation
to the performance and found that there were two
factors that influence motivation, intrinsic factors-
motivation and extrinsic motivation factors-
hygiene.

Khawaja Jehanzeb (2012) examined the
impact of rewards and motivation on job
satisfaction in banking sector in Saudi Arabia. The
study showed that (1) the remuneration had a
positive effect on motivation, (2) motivation
affected job satisfaction positively (3) benefits
affected job satisfaction significantly and
positively.

Based on the above it could be concluded
that motivation played an important role in
achieving job satisfaction, both in the review of the
expectations and of the achievements. Thus it was
suspected the motivation had effect on job
satisfaction.

The Effect of Commitment on Job Satisfaction
Newstrom (2007) in Shia Tjun Han (2012)

said that the Organizational Commitment could
also be regarded as employee loyalty, a degree
where an employee identified himself to the
organization and wanted to continue to participate
actively in the organization.

Affective commitment, continuous
commitment and normative commitment where
these three commitments related to the extent to
which the lecturers involved in the organization in
achieving the goals. Affective commitment is
closely related to the psychological condition
against organizations like how loyal lecturer for the
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institution. Affection means lecturer will continue
to improve competencesince he/she loves of the
institution, while the continuous
commitment/rational is part of the lecturers
whether to survive or leave the organization.

Lecturers with high commitment would
produce a performance that fit the purpose of
university or college. The maximum results
achieved by lecturer as a manifestation of its
commitment to higher education would lead to job.
Thus it was suspected that presumably commitment
effected job satisfaction.

The Effect of competence, Work Motivation and
Organizational Commitmentsimultaneously on
job satisfaction.

Job satisfaction is basically something
individual and not tied to the other. Each individual
has varius level of satisfaction. The greater the
expectation level is reached the more satisfied the
individual will be. Lecturer in achieving the level
of work satisfaction is influenced by several factors
like competence, motivation and commitment.

Job satisfaction was a positive emotional
attitude, enjoy and love job. As stated by Umam
(2010: 192) job satisfaction were the elements of
work that created or affected job satisfaction.
(Robin, 2015: 132), (Gorda, 2004) Blum (in As'ad,
1998) dimensions that influenced job satisfaction
consisting of: (1) the work itself, (2) wages (3)
promotions (4) working conditions (5) co-workers
and (6) fit between work and personality. Job
satisfaction was the result of a wide variety of
work-related attitudes and specific factors such as
salary, promotion, job stability, tranquility work,
opportunity to move forward, the assessment of fair
labor, social relations at work, and superior
treatment. Research conducted by Sangongu
(2012), Lotunani (2009) and Azeem (2014) stated
that there were influences of competence,
motivation and commitment on job satisfaction.

From the opinion of the experts above and
research results, it can be concluded that lecturer
would feel the level of job satisfaction if six
dimensions as described above could be fulfill. If
any of the dimension could not be met, then work
satisfaction would reduce. Thus competence,
motivation and commitment were suspected to
affect job satisfaction.

The Effect of Competence on Performanceof
Lecturers

Competence is defined as the knowledge
and skills mastered by someone and has been a part
of him/her, so he/she can perform cognitive,
affective and psychomotor behaviors as well as
possible.

Tati Setiawati (2009) in his research titled
Influence ofCompetence on LecturersPerformance
showed that competence of lecturers affected their

performance. This suggested that if the competence
affected the performance of lecturers in good
category, the lecturers’performance was good.

Competence was seen as lecturer
characteristic to carry out activities in the areas of
teaching, research and community service. While
the performance of lecturers was process in
carrying out the work. Thus to achieve good
performance, the faculty had to achieve optimum
performance by improving the education, research
and dedication.

This was in line with several studies
conducted by Nur'ani (2011), Maryadi (2009)
which stated that there was a positive and
significant impact on the performance of lecturers’
competence. Performance impacted on the
competence or otherwise if it met all of the
indicators. Based on the explanation above it was
suspected that competence had effect on
performance of lecturers.

The Effect of Work motivation on Performance
of Lecturers

Research conducted by Mc.Cleland
developed by David McClelland (Robbins
2015:132) and his colleagues looked at three needs:
the need for achievement (nach) was the drive to
achieve, for the achievement of related standards,
the need for power (nPow) was the need to make
others behave in a way that would not do without
him and the need for affiliation (Naff) was the
desire to be connected with full friendship and
close interpersonal.

Work motivation could be influenced by
several reasons such as awards, work atmosphere
and job competencies and therefore the motivation
of lecturers influenced by self-interest against the
hope to achieve. Achievement of the expectations
and desires of lecturers generally triggered because
of the intrinsic and extrinsic trigger of the lecturers.

Research conducted by Afriani (2009),
Rahman (2012), stated that there was influence of
work motivation on the performance of lecturers.
Work motivation of lecturer caused more by the
individual in perceiving their work, the grace and
the mandate given to them. Lecturers who had high
motivation to continue to work hard to overcome
any problems and hope of achieving better working
results. The study found that motivation tended to
be individual. For that itwas suspected that
performance effected work motivation of lecturers.

The Effect of Organizational Commitment
onPerformance of Lecturers

Griffin (2006: 211) stated that an
individual who had a high commitment was likely
to see himself as a true member of the organization.
Robbins (2015: 46) A review of 27 studies claimed
that the relationship between commitment and most
powerful performance in new workers and wearker
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in experienced workers. The theoretical model
stated that lecturers who had high commitment
would less involve in resignation, even if they were
not satisfied, because they had the sense of loyalty
to the organization.

Results of research conducted Sadozai
(2013) stated that the work ethic would moderate
the relationship between organizational
commitment. Furthermore, the results of research
Nur'aini (2011) on the commitment of lecturers
PTS in Southern Sumatra showed the commitment
of lecturers were good and had influence on the
performance of lecturers. Variable commitment
directly contributed to the performance of lecturers.

High commitment of the lecturers could
improve competitive advantage in university or
college both at nasioanl and in global competition.
Commitment of the lecturers and other academic
community would be a force in achieving strategic
plan that had they planned. Thus, the work
commitments were suspected to have effect on the
performance of lecturers of the state universities in
South Sumatra.

The Effect of Job Satisfaction on the
Performance of Lecturers

Robbins (2015: 49) stated that job
satisfaction was a positive feeling towards work
that results from the evaluation of wide range of
characteristics. Job required interaction with
colleagues and bosses, pursuance to the rules and
policies of the organization. Robins (2015) stated
that some researchers used to believe that the
relationship between job satisfaction and
performance was a myth. But a review of 300
studies said the correlation was strong enough.
When we moved from the individual level to the
organization we found support for job satisfaction
relationship. It was found that organizations with
more employees were more satisfied and tended to
be more effective compared to organizations with
fewer employees.

While job satisfaction itself was actually a
reflection of the attitude of employees towards
work and its environment that could be measured
by looking at aspects of employment using
statisfaction Minnesita Questionnaire (MSQ). The
study of various aspects of work activities,
independence, diversity, social status, human
relationships of superiors, technical capabilities
superiors, moral values, security, social services,
authority, usability capabilities, reward,
institutional policy, promotion, responsibility,
creativity, working conditions, coworkers,
recognition and pride could find out how much the
level of satisfaction a lecturer. Research conducted
by Desamen (2013) revealed that motivational
variable directly effected Thus it was suspected that
job satisfaction affected performance of lecturers.

The Effect of Organizational Commitment and
job satisfaction Lecturer Simultaneously on the
Performance of Lecturers

Motivation and lecturers’ performance
could be interpreted as a measure of success or
achievement over the job that had been
implemented. This was in accordance with the
opinion of Umam (2010: 16) who stated that the
performance was a record of the effects produced
on a job function or activity for a certain period
associated with organizational objectives Employee
performance was defined as the work of someone's
employee, a management process or an
organization as a whole, where the results of the
work had to be shown concrete and measurable
evidence (compared to the standard that has been
determined according to the results of the work).

Lecturers’ performance in an institution
would be a benchmark for the success of the
institution, the higher the level of competence of
the faculty, the higher faculty performance in
carrying out its core functions, such as teaching,
research and community service. Their high
competence had to be balanced with a strong
motivation or encouragement from lecturers to
continue to serve the institution.

HYPOTHESIS
Hypothesis in this research were the

temporary answer of problems 1 to 9. Based on the
above theoritical framework, the hypothesis of this
research were as follows:Competence, motivation,
organizational commitment and job satisfaction
partial and simulteneously effected the
performance lecturers in state universities in South
Sumatra?

III. METHOD

This research employed quantitative
research approach. This meant that the data and
analysis were based on figures which were then
calculated statistically, so that the meaning and
resultinference were also based on the results of
statistical analysis. The method was explanatory
research method. Explanatory research is a research
method used to obtain the description, a systematic
picture, factual and accurate facts, as well as the
nature of the meticulous relationship among
variables (Sekaran and Bougie, 2011: 123).

The unit of analysis of this research was
the individual of the lecturers of state universities
in South Sumatra. Viewed from time horizon, this
research was cross sectional meaning that
information on the part of the population
(respondent sample) was collected at the scene
empirically, in order to know the opinion of the
majority of the population to the object being

researched, as proposed by sekaran (2003: 161).
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Operational variables
Operational variable definition was intended

to clarify the variables to be studied. The subjects
of this study were:

1. Competence (ξ1) as independent variable
2. Motivation (ξ 2) as the independent variable
3. Organizational Commitment (ξ3) as

independent variable.
4. Job satisfaction (η1) as interveningvariable.
5. Performance lecturer (η2) as the dependent

variable.

Population refers to the entire group of people,
events, or objects that interest researchers to

examine (have now, 2010: 262). The population
(unit of analysis) os this research waslecturers of
University of Sriwijaya, Raden Fatah State Islamic
University, State Polytechnic of Sriwijaya and
Sriwijaya Health Polytechnic.

So in this study the number of lecturers used
as sample were 335 respondents consisted of four
state universities by dividing proportional random
sampling.

The modeling approach and techniques used
as tools of analysis in this dissertation was
Structural Equation Model (SEM) and Software
LISREL. The reason of the use of this method was
the ability to measure the construct indirectly, i.e.
through the indicators and simultaneously analyze
the indicator variables and latent variables.

FINDING
Full model equations using the SEM program

LISREL 8.70 trajectory diagram obtained two

models, ie standardized models and models of t-
values, each model as shown in the following
figures:

Figure 1 Structural Model (Standardized Model)

Figure 2 Structural Model (t-value Model)

Based on Figure 1 and Figure 2, the
calculation was presented on the next test
parameter β (loading factor / coefficient
dimensional) structural model of exogenous and
endogenous. This test was intended to determine
the causal relationship or influence the latent
variables to other latent variables, a strong
indicator of whether or not each of the latent

variables (constructs).

IV. DISCUSSION

The Effect of Competence on Job Satisfaction
This section tested hypotheses about the

influence of exogenous variables Competence (ξ1)
against endogenous variable Job Satisfaction (η1).
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Based on Figure 1 and Figure 1 above, it turned out
tcount of competence effect on job satisfaction was
4.62> 1.96, so it could be said to be significant,
thus competence had positive and significant effect
on job satisfaction of lecturers in state universities
in South Sumatra.The effect was 0.35, meaning
that the better the faculty competence of lecturers,
the higher job satisfaction would be, thus the first
hypothesis was accepted. Results of testing the first
hypothesis of this study was in line with the results
of Nur'aini (2011), who proved through researches
that the level of competence of lecturers
significantly effected job satisfaction.

The dominant indicators were professional
competence (X2), while the dominant indicator of
job satisfaction was the satisfaction of a promotion
(Y3).This was the findings in this study that the
competency of the lecturers, especially in the
dimension of professional competence was able to
increase job satisfaction, especially in the
dimension of satisfaction with the promotions they
had.

Professional competence was the mastery
of broad and deep subject matter, design,
implement and conduct research, and community
service. For example, a lecturer mastered the
competencies and were able to carry out continuous
research and community service and were able to
actualize knowledge to students and the wider
community.

The Effect of Work Motivation on Job
Satisfaction

This section tested hypotheses about the
influence of exogenous variables Motivation (ξ2)
against endogenous variable Job Satisfaction (η1).

Based on Figure 2 and Figure 3 above, the
tcount of influence on Job Satisfaction Motivation
was2.97> 1.96, so it was said to be significant, thus
the motivation positively and significantly affected
job satisfaction of lecturers in state universities in
Sumatra South.

The major direct influence work
motivation on job satisfaction was0.26, meaning
that when lecturers working motivation increased,
job satisfaction would increase, thus the second
hypothesis was accepted. Results of testing the
hypothesis 2 were consistent with the results of
Lotunani (2014), Dhermawan (2012) who proved
through his research that motivation positively
related to job satisfaction. The workers would
increase their satisfaction if the working conditions
also rose.

Likewise, the results of testing this
hypothesis was consistent with the results from
Ahmed (2010) who argued that intrinsic motivation
had positive influence job satisfaction. The
indicators that madeup the predominant motivation
was the need for power (need achievement power)

(X6), while the indicator of the dominant form of
job satisfaction was the satisfaction of a promotion
(Y3). This resulted in a finding that motivation of
lecturers, especially in the dimension of the power
needs (need achievement power) could improve job
satisfaction, especially in the dimension of
satisfaction with the promotions they had.

The Effect of Organizational Commitment on
Job Satisfaction

This section tested hypotheses of the
effect of exogenous variables Commitment (ξ3)
against endogenous variable job satisfaction (η1).

Based on Figure 1 and Figure 2 above, the
tcount of the effect of organizational commitment
on job satisfaction was 3.48> 1.96, so it was said to
be significant, thus the organizational commitment
had significant and positive effect on job
satisfactionof lecturers. The major direct effect of
organizational commitment on job satisfaction
was0.32, meaning that the higher organizational
commitment, the higher the job satisfaction would
be, thus Hypothesis 3 was accepted (see Table
5.24). Results of testing the hypothesis 3 were
consistent with the opinion of walton cited by
Brown, Hithcock and Willard (2004) that the
strategy of the organizational commitment as an
approach that was rewards in managing resources.
The high organizational commitment to the job
would make lecturers work optimum. The previous
study conducted by Ariyasa (2004) stated that
organizational commitment affected job
satisfaction of high school teachers in the district of
Karang Asem. Variable of teacher professional
development became the dominant factor affecting
job satisfaction of teachers.

The dominant dimensions ofvariable
organizational commitment was normative
commitment (X10), while the dominant
dimensionof Job satisfaction was on promotion
(Y3). It became the finding in this study that
organizational commitment of lecturers especially
in the dimension of normative commitmentwould
increase job satisfaction especially in the
dimension of satisfaction on promotion.

The Effect of Competence, Work Motivation
and Organizational Commitment
Simulteneously on Job Satisfaction

This section tested the hypothesis about
the effect of exogenous variables Competence (ξ1),
Motivation (ξ2) and organizational commitment
(ξ3) simulteneously on endogenvariable job
satisfaction (η1). Results obtained by using 8.70
lisrel program for structural equation models,
according to the proposed hypothesis could be seen
in structural equation 1 below.
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KEPUASAN = 0.35*KOMPETEN + 0.26*MOTIVASI + 0.32*KOMITMEN, Errorvar.= 0.37 , R² = 0.63
(0.075)         (0.087)         (0.090)                   (0.081) (0.003)

4.62            2.97            3.48                      5.40 185.26

Based on structural equation 1 above, the
magnitude of loading factor (coefficient lines)
variable Competence on Job Satisfaction was0.35,
the amount of loading factor (coefficient lines)
variable Motivation on Job Satisfaction was 0.26
and the magnitude of loading factor (coefficient
lines) variable Commitment on Job Satisfaction
was 0.32.

Based on the equation 1, Figure 2 above,
the value of Faccountof Competence, Motivation and
Organisational Commitment simulteneously on Job
Satisfaction was 185.26> 3.84 (Faccount> 3.84), so it
was said to be significant, thus competence, work
motivation and organizational commitment
simulteneously had positive and significant effect
on job satisfaction, thus the fourth hypothesis was
accepted. The contribution of competence,
motivation and organisational commitment on job
satisfaction was 63%, the remaining 37% was
influenced by other factors, such as organizational
culture, career development, leadership, and many
other factors for further research to find out. Thus
we could conclude that job satisfaction, especially
in the dimensions of job satisfaction on promotion
(Y3) was positively effected by competence,
especially in the dimensions of professional
competence (X2), Motivation especially in the
dimension of the power need (X6) and commitment
especially the dimension of normative commitment
(X10). But partially competence had the most
dominant influence on Job Satisfaction. This result
showed that in performing job, lecturers were
dominated by competence variable.
The Effect of Competence onPerformance of
Lecturers

This tested hypothesis ot the effect of
exogenous variable competence (ξ1) against
endogenous variablelecturers’ performance (2).

Based on Figure 1 and Figure 2 above,
tcount of competence on performance of lecturers
was of 2.51> 1.96, so it was said to be significant,
thus competence positively and significantly
effected on the performance of state university
leacturers in South Sumatra. The major direct
effectof competence onperformance of lecturers
was 0.15, meaning that when the competence of the
lecturers increased, job satisfaction increased too.
Thus Hypothesis 5was accepted. The testing result
of the hypothesis 5 was in line with the results of
research conducted by Mochammad D Munir
Rahman (2012) which statedthat there were
positive direct effect on the performance of the
lecturers on intellectual, individual lessons and
internal focus of control. Likewise, the result of

testing was in line with the results of Nur'aini
(2011) which stated that motivation, competence
and commitment had significant effect on the
performance of lecturers. The dominant indicator
was dimension of professional competence (X2),
while the dominant indicator of
lecturers’performance was the dimension of service
to the community (Y9). It became the findings in
this study that the competence of lecturers,
especially in the dimension of professional
competence improved the performance of lecturers
especially in the dimension of community service.

The Effect of Motivation on Performance of
Lecturers

Based on Figure 1 and Figure 1 above,
tcount of motivation effect on lecturers’performance
was 3.34> 1.96, so it was said to be significant,
thus Motivation positively and significantly effect
on performance of lecturers. The major direct
effectmotivationon performance lecturer was 0.31,
meaning that the more motivated the lecturers, the
high the performance would be. Thus Hypothesis
6was accepted. Testing result of hypothesis 6 were
consistent with the results of Lumaknulhakim,
(2011) that the two independent variables, namely
the competence and motivation had significant
positive effect on the performance of lecturers. The
results of this study found that motivation was built
through power need (X6) could improve the
performance of lecturers built by community
service (Y9). Power need encouraged lecturer to
continue working in the state universities, and
tended to improvecommunity service.

The Effect of Organizational Commitment on
Performance of Lecturers

This section tested hypotheses about the
effect of exogenous variables of organizational
commitment (ξ3) against endogenous variable
performance of lecturer (2). Based on Figure 1
and Figure 2 above, the value of taccount of the effect
of organizational commitment to performance was
2.90> 1.96 so it was significant. Thus the
organizational commitment significantly
effectedperformance. This meant that the higher the
organizational commitment of lecturers, the higher
the performance would be. Thus hypothesis 7 was
accepted. This finding was line with Etta, et al
(2009) who conducted study on the influence of
organizational culture and organizational
commitment that led to job satisfaction and its
impact on performance.

The high organizational commitment
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would make lecturers university or college
regulation. This would make lecturers work
optimal so that the performance was also high.

The Effect of Job Satisfaction on Performance
of Lecturers

Based on Figure 1 and Figure 2 above, the
value t of the effect of job satisfaction on lecturers’
performance was 5.20 > 1.96, so it was significant.
The major direct effect of lecturers’ performance
on job satisfaction was 0.39, meaning that the
higher job satisfaction, the higher performance of
lecturers. Thus hypothesis 8 wasaccepted. Testing
results of hypothesis 8 were consistent with the
results of Maryadi (2009) who explainsed that the
significant effect of job satisfaction on the
performance of private university lecturers in
Surabaya. The results of the above analysis resulted

in a finding that job satisfaction established by the
satisfaction of a promotion (Y3) could improve the
performance lecturer built by Community Service
(Y9). This meant that if lecturer satisfied mainly in
satisfaction with the promotion, then the lecturers’
performance would increase too, especially in
carrying out community service.

The Effect of Competence, Motivation,
Commitment and Job Satisfaction
Simulteneously on Performance of Lecturers

Results obtained by using 8.70 lisrel
program for structural equation models, according
to the proposed hypothesis wasin structural
equation 2 below.

KINERJA = 0.39*KEPUASAN +0.15*KOMPETEN+0.31*MOTIVASI + 0.22*KOMITMEN, Errorvar.= 0.17,R²=0.83
(0.083)         (0.070)         (0.067)         (0.083)                   (0.051) (0.002)

5.20           2.513.34 2.90 6.43 392.40

Based on structural equation 1 above, the
magnitude of path coefficient of competenceon
performanceof lecturerswas 0.15, the path
coefficients of motivation on performance of
lecturers was 0.31, the coefficient linesof
commitment on performance of lecturers was 0.22
and the magnitude of path coefficients Job
satisfaction on the performanceof lecturers was
0.39.

Based on the equation 2, Figure 1 and
2above, the value of F of the effect of competence,
motivation, commitment and job satisfaction
simulteneously on performance of lecturer was
392.40> 3.84 (Faccount> 3.84), so it was significant,
thus competence, motivation, organizational
commitment and job satisfaction simultaneously
positive and significant impact on the performance
of lecturers of state universities in South Sumatra.
Thus hypothesis 9 was accepted. The major
contribution of competence, work motivation,
organizational commitment and job satisfaction on
performance of lecturerswas 83%, the rest of 17%
influenced by other factors such as organizational
culture, career development, leadership, and other
factors for further research to find out.

Thus we concluded performance of
lecturer waspositively affected by competence,
motivation, commitment and job satisfaction.
Butorganizational commitment partially had the
most dominant effect on the performance of
lecturers. Testing result of the hypothesis 9 this
study was consistent with the results Maryadi
(2009), Nur'aini (2011) which stated that
motivation and job satisfaction effected
performance of lecturers. Likewise, results of this
test complements the results of research Argensia
(2014), which stated that motivation, job
satisfaction and employee performance with

moderation of commitments had positive and
significant effect.
Direct and Indirect Effect

The indirect effect of competence on
performance of lecturers by job satisfaction was
0.35 x 0.39 = 0.1365, but direct influence of
performance of lecturers on competence was 0.15x
0.15 = 0.0225, or had contributionof 2.25% so that
competence could improve performance
oflecturerswhen the satisfaction employment was
13.65% (partial mediating).

Indirect effect of work motivationon the
performance of lecturers by job satisfaction as a
mediating variable was 0.26 x 0.39 = 0.1014 or
indirec effect of motivation on performance of
lecturers by job satisfaction was 10.14%, while the
direct effect of work motivation on performance of
lecturers was 0.31 x 0:31= 0.0961 or having a
contribution of 9.61% so motivation improved
performance of lecturers when job satisfaction was
10.14% (partial mediating).

The indirect effect of organizational
commitment on the performance of lecturers
through job satisfaction was 0.22 x 0.39 = 0.0858
or contributed 8.58%, while the direct effect of
organizational commitment on faculty performance
of 0.222 was 0.0484 or had a contribution of 4.84%,
so organizational commitment improved the
performance of lecturers by 8.58% by job
satisfaction (partial mediating).

V. Conclusions

Based on the analysis of testing and discussion, the
managerial implications of the research are as
follows:
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1 Research findings showed that competence,
motivation and organizational commitment of
lecturers in state universities in South Sumatra
had significant and positive impact on job
satisfaction. So that the dimensions of the
third variable need to be considered and
enhanced to improve it. To improve job
satisfaction, empirical evidence showed that it
was necessary to increase the competence,
motivation and organizational commitment.
Job satisfaction lecturers of the universities in
South Sumatra, especially in the dimension of
normative commitment would increase if the
lecturers in were able to improve their
competence, especially in the dimensions of
professional competence, capability of
improving organizational commitment,
especially in the dimension of normative
commitment and increase the motivation
especially in the dimensions of power needs.

2 Research findings showed that competence,
motivation, organizational commitment, and
job satisfaction had positive and significant
impact on the performance of lecturers. So
that the dimensions of the four variables need
to be considered and improved in order to
improve the performance of lecturers. To
improve the performance, empirical evidence
showed that it was necessary to increase the
competence, motivation, commitment, and job
satisfaction Lecturer. Performance especially
in the dimension of community service would
be able to be increased if lecturerswere able to
increase job satisfaction, especially in the
dimension of satisfaction with the promotion.
Then job satisfaction would increase if
lecturers were capable of increasing
competence, especially in the dimensions of
professional competence, capable of
improving organizational commitment,
especially in the dimension of normative
commitment and increasing the motivation
especially in the dimensions of the power
needs.

Suggestions
1. To improve the performance of lecturers in

carrying out thier work, it is 17% comprising
other factorslikeorganizational culture, career
development, career path, leadership, or there
may be other factors other than the ones
discussed in this research have the dominant
influence to improve the performance of
lecturers.

2. In this study the variable of job satisfaction as
mediating variables of competence,
motivation and commitment variablesto the
performance of lecturer. Next researcher can
have additional intervening variables on
performance like variables of trust or work

discipline. So that the results will be different
and more comprehensive.

3. The results of this research can also be
applied to other institutions, such as private
colleges and public service sector. It is also
expected that this research will be continued
with different objects, so that the benefits of
this research will be more.
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