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ABSTRACT
This research aims to explore the determinants of lecturer performance at
Islamic Universities in Makassar City using 327 foundation lecturers or civil
servants. Data testing was carried out using AMOS (Analysis of Moment
Structures). The results of this study provide evidence that leadership
directly has a negative and insignificant effect on job satisfaction. Motivation
has a negative and insignificant effect on lecturer performance, similar
results were obtained in the indirect effect test, that work motivation has a
negative and insignificant effect on lecturer performance through job
satisfaction. The two-stage test results provide evidence that work
motivation has a negative and insignificant effect on lecturer performance.
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I. INTRODUCTION
Job satisfaction is a general attitude towards a person's job,
the difference between the amount of reward received by
workers and the amount they believe should be received. Job
satisfaction can be created if the antecedents that influence it
are well accommodated and accepted by all employees in an
organization [1]. The efforts made by several universities at
this time are to create higher education institutions that are
based on quality human resources. The real manifestation of
quality human resources will be reflected in the competencies
possessed by lecturers, assessment of job satisfaction,
leadership, satisfaction, and performance achieved by
lecturers [2]. The observation results showing that not all
universities in the city of Makassar can develop lecturers'
human resources into resources capable of realizing the
Tridharma of Universities. Including in this case the Islamic
Universities in Makassar City that still need to improve
competence, motivation, and leadership to increase
satisfaction and performance for lecturers. This will have an
impact on the institution itself, especially in facing the
challenges of globalization and the demands of organizational
dynamics.
The application of competence, motivation, and leadership
has always been the concern of all elements in the
DOI: http://dx.doi.org/10.24018/ejbmr.2021.6.2.801

organization. The essence of organizational development is
to develop the values of motivational competence and good
organizational leadership that has been instilled by the
previous founders. Competence, motivation, and leadership
of lecturers at Islamic Universities in Makassar City need to
be improved to avoid fragility in lecturer performance. It is
still often encountered that most lecturers lack integrity in
carrying out the main duties and functions assigned to them,
lack of identity or identity in providing the best teaching to
students, still low work responsibility in overcoming
problems faced, low level of work discipline, and the ability
to create a low optimal work orientation.
This phenomenon shows that the competence, motivation,
and leadership of the lecturers are still fragile in influencing
the satisfaction and performance of the lecturers. Due to the
low competence, motivation, and leadership of lecturers in a
university, lecturers often lack/do not have discipline in
teaching, and low attendance, obedience, and obedience to
leaders. Lecturers are obliged and take advantage of their
competency abilities so that they can improve their
performance in carrying out professional tasks because future
education requires high-quality educational competency
skills. Lecturers who have competence must meet several
criteria, namely, lecturers must be committed to students and
their learning process, master in-depth the course material
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they teach and how to teach students, are responsible and
monitor student learning outcomes through various means of
evaluation, can think systematically about what he does and
learns from his experience, lecturers are part of the scientific
community in their professional environment [3].
Lecturers as human resources are also required to be highly
competent human resources. In substance, lecturers are
professionals in the field of education. However, the
phenomenon shows that among the many lecturers, there are
still many who are not aware of the professionalism they
have, especially those related to professional, pedagogic,
social, personality, and professional competencies [4]. The
number of lecturers at 7 Islamic Universities in Makassar City
for 2020 is 2,485 people, with details, 543 people (21.85%)
do not have functional positions (lecturers), as many as 802
people (32.28%) are at the Assistant professor, and 735
people (29.58%) who have functional positions as Assistant
professor, and 335 people (13.48%) are at the level of
Associate Professor, and as many as 80 people (3, 22%) as
professors or professors.
This situation shows that the lecturers in Islamic
Universities in Makassar City mostly have low functional
positions, and some have not even obtained functional
positions. The low functional position of the lecturer will
affect the competence they have, which in turn will also affect
the level of satisfaction and performance of the lecturer
concerned.
There are still many lecturers who do not have professional
competence in the fields of science, methodology, and
technology applications in the areas of teaching presented;
has limitations in developing social professional competence
in interacting, communicating, and collaborating with fellow
lecturers and students; has difficulty showing professional
competence as a lecturer who has merit, wisdom, role model
and self-control; professional limitations in the areas of
mastery, talent, independence and discipline; and low
professionalism with the professional competence it carries.
Each lecturer should be required to have competence
following the lecturer, the professional competency status of
the lecturer they carry. Lecturer is a profession that is attached
to the implementation of its main duties and functions,
namely as a teaching staff.
Self-access theory [5] states that professionalism is selfaccess which shows one's competence to achieve
achievement. Assessing professionalism is seen from the
assessment of pedagogic, social, personality and professional
abilities. This assessment is a prerequisite for someone to be
said to have competent professionals, in their field. Lecturer
satisfaction is also very much determined by the motivation
of the lecturer at work. Motivation is something that creates
enthusiasm or work motivation, so that the strong or weak
work motivation of the lecturer also determines his
performance, because a person's performance, especially
lecturers, depends on the strength of his motive.
The motive referred to here is the desire and
encouragement or movement that is in each lecturer to
achieve a goal, in this case, is his performance. A person who
has high motivation, will work hard, maintain the pace of
hard work, and have behavior that can be controlled by
himself towards important goals [6]. Thus, the high
motivation of a lecturer at work will result in high
DOI: http://dx.doi.org/10.24018/ejbmr.2021.6.2.801

performance as well.
Lecturer performance in an educational institution is an
interesting factor to study because it is based on five reasons.
First, the lecturer is the spearhead for the success of the
teaching and learning process. Second, lecturers not only play
a role in transferring knowledge to students but also provide
examples of attitudes, speech, and personality
behaviors. Third, the quality of lecturers is not final, but can
be improved so that it always grows and develops. Fourth, the
performance of lecturers should be supported by professional
competence and work discipline, which can improve and
improve their performance according to the expectations of
individuals or institutions. Fifth, lecturers must have
academic qualifications, competencies, educator certificates,
are physically and mentally healthy, and have the ability to
realize the goals of national education [4].
Lecturer performance is assessed from. The same thing is
explained that the representation of lecturer performance is
shown through the fields of education, research, community
service and supporting activities [7]. A similar view explains
if performance is the result of work to achieve organizational
goals. Including in this case, lecturers are assessed based on
results that reflect the activities of the Tridharma of Higher
Education including the achievement of results in the fields
of education, research, community service, and supporting
activities [8].
Field facts show that if most of the lecturers at Islamic
Universities in Makassar City have not fulfilled their
satisfaction at work, this condition is reflected in the high
complaints of lecturers mainly on complaints about
opportunities or opportunities to advance the organization,
besides that they are not fully allowed to excel, even in many
cases. opportunities do not get recognition for work results
and what is more concerning the condition of the quality of
lecturers, that they think that campus bureaucratic policies in
managing education are less challenging. This phenomenon
is a complaint that is often conveyed by lecturers, both to their
leaders and their colleagues, for the work dissatisfaction they
experience. Most lecturers assume that it is difficult to carry
out their duties and functions properly if the actualization of
the work is felt to be unsupportive.
Based on these facts, this research was conducted to
confirm the influence of work motivation, leadership, job
satisfaction competencies, and lecturers' performance of
Islamic Universities in Makassar City.

II. LITERATURE REVIEW AND HYPOTHESIS
A. Competence
Individual competence is something inherent in itself that
can be used to predict the level of performance. Something
that is meant can be related to motives, self-concept, nature,
knowledge, and abilities/expertise. Individual competencies
in the form of abilities and knowledge can be developed
through education and training. Meanwhile, the competency
motive can be obtained during the selection process.
Consistent with this statement, competence is defined as a
characteristic that underlies a person and is related to the
effectiveness of individual performance in their work [9].
A similar view states that competence is a way of carrying
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out work that can be categorized as effective, efficient,
productive, and quality because it has the ability that is
following the conditions of the job that must be done [10].
Previous findings provide evidence that competence has a
positive and significant effect on job satisfaction. Apart from
being an antecedent of job satisfaction, competence is also an
antecedent of individual performance [11]-[18]. The
constructs used in analyzing competence include: Pedagogic
competence, personality, social and professional competence.
B. Motivation
Motivation is a concept used to describe the impulses that
arise in or within an individual that drives and directs
behavior [19]. The theory of behavior modification (behavior
modification theory) is based on the premise that a person
will do an action if he gets a pleasant or pleasant stimulus and
will not do an action or activity if the stimulation is painful
(unpleasant). The stimulus can be known based on experience
or the basis of logic whether it is pleasant or painful, even
though the person has never experienced it. There are four
types of behavior modification so that employees behave as
desired or not desired by the leader or superior, namely:
positive reinforcement; negative reinforcement; let
(extinction); and punishment [20]. These four types of
employee or employee behavior modification can be
described as follows: [1], [21].
Work motivation is needed by an employee to be able to
achieve a feeling of satisfaction at work, although according
to its nature, job satisfaction itself is very relative or different
from one person to another. But overall, the respondents
stated that while working at the company they said they were
satisfied with the work motivation that management had
provided to employees. This statement is relevant to previous
research that shows that work motivation has a positive and
significant effect on job satisfaction [6], [11]-[13], [17], [22],
[23]. Meanwhile, other findings indicate that work motivation
has a negative and insignificant effect on employee
performance [11], [‘15], [22]. Work motivation is measured
using the construct: economic needs, security, respect, social
interactions, and self-actualization needs.
C. Leadership
Leadership is an activity to influence the behavior of others
so that they want to be directed to achieve certain goals [24].
Leadership is defined as the ability to move or motivate some
people to simultaneously carry out the same activities and aim
at achieving their goals [25]. The important thing about
leadership is the influence and effectiveness of the power of
a leader. If someone wants to influence the behavior of others,
then leadership activities have begun to appear relevant.
Leadership according to scholars is defined as the ability
to influence others, to understand and agree on what needs to
be done and how the task is carried out effectively, as well as
processes to facilitate individual and collective efforts to
achieve common goals [26]. Leadership is the ability to
influence a group towards the achievement of a goal [1].
Leadership broadly includes the influencing process in
determining organizational goals, motivating follower
behavior to achieve goals, influencing to improve the group
and its culture. Also, leadership influences the interpretation
of the events of its followers, organizing and activities to
achieve goals, maintaining cooperative relationships and
DOI: http://dx.doi.org/10.24018/ejbmr.2021.6.2.801

group work, obtaining support and cooperation from people
outside the group or organization [27].
Empirical evidence shows that leadership has a positive
and significant effect on job satisfaction and employee
performance [22], [23], [28]-[30]. Measurement indicators
used to analyze leadership include intelligence, emotional,
self-confidence, honesty, being objective, and being open.
D. Job Satisfaction
Job satisfaction is a set of individual feelings about
pleasant or unpleasant perceptions of the organizational
environment and the work performed [31]. This condition
shows that job satisfaction is closely related to aspects of
justice, psychological contracts between individuals and
organizations, and individual motivation. The more aspects
of the job that are under the wishes and expectations of the
individual, the higher the level of job satisfaction that occurs
in the organization. Job satisfaction is raised by the theory of
human relations which can be explained by social relations
where employees are related to several things of social giving
which will become experiences of satisfaction and feel an
obligation to help each other, as a form of increased
productivity.
Employee satisfaction and attitudes are important factors
in determining behavior and responses at work, and this is
evidence that organizational effectiveness can be achieved
[32]. It can be explained that the understanding of job
satisfaction has broad aspects, job satisfaction can not only be
understood from the physical aspects of the job itself but the
non-physical side.
Job satisfaction is related to the physical in carrying out his
job duties, the conditions of his work environment, it is also
related to his interactions with colleagues and the system of
relationships between them. Besides, job satisfaction is also
related to job prospects, whether it provides hope for
development or not. The more aspects of the expectations are
met, the higher the level of job satisfaction. The level of job
satisfaction can be seen from several aspects such as the level
of productivity, the level of absenteeism, and the level of
resignation from work.
Empirical facts show that job satisfaction has a positive and
significant effect on individual performance [2], [6], [29],
[33]-[38]. Instruments of job satisfaction are used as a
measure, namely responsibility, progress, achievement,
recognition, and the work itself.
E. Lecturer Performance
Performance is an achievement of certain job requirements
which ultimately can be reflected in the output produced [39].
Performance is a reflection of actual performance (actual
work performance or achievement achieved by a person). The
definition of performance (work performance) is the result of
work in quality and quantity achieved by an employee in
carrying out his duties following the responsibilities given to
him [40]. Another scholar’s view explains performance as a
set of results achieved and refers to the achievement and
implementation of a job requested and performance is a
function of motivation and ability [19].
Conditions that must be known and informed to certain
parties to determine the level of achievement of an
organization's results related to the vision and mission carried
out by an organization and to know the positive and negative
Vol 6 | Issue 2 | March 2021
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impacts of predetermined operational policies are a
representation of the performance used by management to
conduct periodic assessments of the operational effectiveness
of an organization, the effectiveness of employees based on
their main duties and functions and based on predetermined
standards that function as a means of controlling the success
of the organization [41]-[43]. Measurement of lecturer
performance used includes in the fields of education,
research, community service, and supporting activities.

III. RESEARCH METHODS
This research is based on explanatory research which
explains the position of the variables under study and the
relationship between one variable and another. The sample
used was 327 permanent lecturers at Islamic Universities in
Makassar City, both Foundation Lecturers and civil servants
Lecturers (DPK). The structural equation model analysis tool
(AMOS) is used in analyzing the data.

Assumption testing, first, Outliers Test. The results
showed that there were several variables or research
indicators that were outliers, the distance between
Mahalanobis and the centroid was significant (p<0.05).
However, descriptively based on the mean and standard
deviation values, it is found that all research indicators have
a mean value that is greater than the standard deviation so that
all indicators do not contain outlier’s data. Second, Normality
Data. The results of checking the data normality assumption
show that multivariate data are not normally distributed
(cr=39.070, while the critical value of Z at a=0.05 is 1.96).
However, this assumption is not critical when the sample size
is large. Final test, Linearity. The test results show that what
is used in this study is linear, so it can be analyzed further.
A. Goodness of Fit Model

IV. RESULTS
TABLE I: RESPONDENTS
Characteristics
Percentage
Gender
Male
61.50
Female
38.50
Ages
≤ 30 years
0.92
31-40 years
33.03
41-50 years
27.52
51 years
38.53>
Group on occupation
III
53.80
IV
46.20
Recognition (Certification)
Not certified
34.90
Certified
65.10
Work experience
≤ 10 years
33 03
10,1-20 years
29.05
20,1-30 years
34.56
> 30.1 years
3.37
Educational level
Masters
65.10
Doctoral
34.90

Fig. 1. Goodness of Fit.

The conclusive explanation can be shown in the following
table.

The majority of respondents are men at the age level > 51
years and if based on the level of work class, then generally
they are at level III and have obtained recognition from the
State in the form of lecturer certification, based on tenure,
they have predominantly worked for 20.1-30 years with the
final level of master's education.
TABLE II: VARIABLE DESCRIPTION
Validity test p
Mean
<0.05
Competence
3.38
0.90 - 0.91
Work motivation
3.43
0.75 - 0.87
Leadership
3.68
0.79 - 0, 83
Job satisfaction
3.52
0.66 - 0.85
Performance
3.24
0.77 - 0.78
Variables

Cronbach's
Alpha
0.89
0.88
0.88
0.81
0.81

The mean value of the variable is in the interval from 3.24
to 3.68 with the highest Leadership value, the whole construct
is stated to have a validity level of 0.66-0.91 with a reliability
value of> 0.80.
DOI: http://dx.doi.org/10.24018/ejbmr.2021.6.2.801

TABLE III: GOODNESS OF FIT OVERALL
GOF
Results
Cut-off
Chi-square
226,498
Small
Probability
0,441
 0,05
RMSEA
0,006
 0,08
GFI

0,946

AGFI

0,928

TLI

0,998

CFI
CMIN/DF

0,998
1,011

 0,90
 0,90
 0,95
 0,95
 2,00

The p-value 0.441> 0.05 indicates that the null hypothesis
which states there is no difference between the sample
covariance matrix and the estimated population covariance
matrix is acceptable. Acceptance of the null hypothesis
provides meaning if there is no difference between the sample
covariance matrix and the estimated population covariance
matrix, so the model is feasible to use. Other indices (CMIN
/ DF, GFI, AGFI, TLI, CFI, and RMSEA) also show the level
of acceptance of the model.
TABLE IV: CONFIRMATORY FACTOR ANALYSIS (P <0.05)

Vol 6 | Issue 2 | March 2021

114

RESEARCH ARTICLE

European Journal of Business and Management Research
www.ejbmr.org
Construct
Competency
Motivation
Leadership
Satisfaction
Performance

Loading Factor
0.60-1.00
0.76-1.00
0.72- 1.00
0.76-1.47
0.92-1.00

Critical Ratio
6.78 - 8.46
6.58 - 8.20
5.74 - 7.40
5.22 - 6.31
8.10 - 8.78

Confirmatory factor analysis shows that the overall
construction can be used as a measure of the variables being
analyzed.
TABLE V: EXOGENOUS EFFECT
Causality
Direct
Indirect
Total
Compt ➔ Satisf
0,50
0,00
0,50
Mot ➔ Satisf
0,32
0,00
0,32
Lead ➔ Satisf
-0,07
0,00
-0,07
Compt ➔ Perf
0,59
0,00
0,59
Mot ➔ Perf
-0,01
0,00
-0,01
Lead ➔Perf
0,05
0,00
0,05
Satisf ➔Perf
0,22
0,00
0,22
Compt ➔ Satisf ➔Perf
0,50
0,20
0,71
Mot ➔ Satisf ➔Perf
0,32
-0,26
0,05
Lead ➔ Satisf ➔Perf
-0,07
0,10
0,03

p-value
0,00< 0.05
0,02< 0.05
0,09> 0.05
0,00< 0.05
0,06> 0.05
0,04< 0.05
0,01< 0.05
0,01< 0.05
0,25> 0.05
0,16> 0.05

B. Contribution of Competence to Job Satisfaction
Competence has a positive and significant effect on the
work motivation of lecturers at Islamic Universities in
Makassar City. The regression coefficient value which is
positive is 0.507 and the p-value is 0.008<0.05. This situation
shows that the competence of lecturers of Islamic Higher
Education in Makassar City has contributed to creating job
satisfaction for them. Job satisfaction is created because
lecturers are responsible for carrying out teaching as an
obligation given by the college, lecturers feel satisfied with
their work because of the progress made by students in the
learning process, Feelings of satisfaction with the
achievements achieved by students in the courses they teach,
recognition that they have manifested high credibility in
carrying out their duties. This condition occurs because of the
responsibility for the work they have been doing with all their
hearts. This study confirms the findings of previous
researchers that competence is proven to be an antecedent of
job satisfaction [11]-[18].
C. Contribution of Work Motivation to Job Satisfaction
Work motivation has a positive and significant effect on
job satisfaction felt by lecturers. This statement is shown by
the coefficient value which is a positive sign 0.032 with a pvalue of 0.02<0.05. These findings are relevant to the field
facts that lecturers have high work motivation to carry out
their duties and obligations as lecturers. Respondents'
responses indicate the fulfillment of economic needs,
fulfillment of security needs, need for appreciation, need for
social interaction, the need for self-actualization so that they
feel satisfaction at work because of the fulfillment of
economic needs, security, and appreciation as well as the
establishment of good social interactions which then become
the lever of actualization. themselves. These results are
relevant to the empirical fact that increased work motivation
has a real impact on job satisfaction [6], [11]-[13],[17], [22],
[23].
D. Contribution of Leadership to Job Satisfaction
The results of the analysis show that the negative
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regression coefficient is -0.072 with a p-value of 0.096>0.05,
that leadership has a negative and insignificant effect on
employee job satisfaction. These results reject the hypothesis
that leadership has a positive and significant effect on
employee job satisfaction. This situation shows that the
leadership shown cannot increase the job satisfaction of the
lecturers, especially in terms of satisfaction with
responsibility, progress, achievement, recognition of
credibility, and commemorating the work itself. This is
caused by; some of the lecturers have a limited level of
intelligence in carrying out knowledge transformation,
lecturers have limitations in maintaining their emotional
stability as evidenced by the relatively low self-confidence in
dealing with all problems, lecturers who have limited
integrity when in a campus environment, are less objective in
providing an assessment of student activities in the learning
process, and the low desire of lecturers to be open to students
so that students lack trust and respect for him. The findings
of this study reject some previous research, that leadership
has a positive and significant effect on job satisfaction and
employee performance [22], [23], [28]-[30].
E. Competence Contribution to Performance
The regression coefficient of the influence of competence
on performance shows a positive sign of 0.598 and a p-value
of 0.00<0.05. These results indicate acceptance of the
hypothesis that competence has a positive and significant
effect on job satisfaction. This fact proves that the
competence possessed by lecturers makes a significant
contribution to the achievement of performance which is
shown by the ability to carry out tri dharma tertiary activities.
This fact can be shown by the high mastery of pedagogic
competence so that lecturers can manage students, lecturers
have good personal and social, and professional
competencies so that it has a real impact on the creation and
achievement of the results of good work implementation.
These results confirm previous research, that competence is
an antecedent of performance [11]-[18].
F. Work Motivation Contribution to Performance
The results showed the rejection of the hypothesis, the
coefficient value is negative 0.014 with a p-value of
0.063>0.05. This means that work motivation has not been
able to improve lecturer performance. This condition is
caused because some of the lecturers have not met their
needs, such as economic needs, security, respect, social
interaction, and the need for self-actualization. The statement
explains that motivation as a stimulus for lecturers in carrying
out their duties and responsibilities has an impact on the low
performance of the lecturers in carrying out the learning
process, community service, and other supporting activities.
The results of this research are relevant to previous findings
that work motivation has a negative and insignificant effect
on employee performance [11], [15], [22].
G. Leadership Contribution to Performance
The data analysis conducted showed acceptance of the
hypothesis, as evidenced by the positive regression
coefficient value 0.051 and p-value 0.046<0.05. These results
explain that the better the leadership shown in Islamic tertiary
institutions in Makassar City, the higher the performance
produced by the lecturers. This condition can be shown by the
Vol 6 | Issue 2 | March 2021
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lecturer having a professional level of intelligence, the
lecturer can handle their emotions so that this attitude proves
to be the driving force for the creation of a high performance.
This finding is relevant to the results of previous research that
the resulting high performance is due to the good quality of
leadership shown [22], [23], [28]-[30].

on lecturer performance through job satisfaction.

H. Contribution of Job Satisfaction to Performance
The results show that job satisfaction has a positive and
significant effect on lecturer performance. This is evidenced
by the value of the regression coefficient which is positive,
which is 0.227 and the probability value is 0.012 <5%. The
results of this study are in line with the hypothesis so that the
research hypothesis is accepted. This situation shows that the
better the level of job satisfaction of the lecturers, the better
the performance of the lecturers will be. The results of this
study have implications, that in general, lecturers have been
satisfied with the responsibility in teaching as a mandate
given, the emergence of a feeling of satisfaction from the
lecturers with the progress made by students in the learning
process, towards the achievements achieved by students in
the course. they teach, and to the recognition that they have
manifested high credibility in carrying out their duties and
enjoy their work which they have been devoted to so far with
all their hearts. These results confirm previous findings, that
job satisfaction has a positive and significant effect on
individual performance [2], [6], [29], [33]-[38].

The results of this study provide evidence that leadership
has a negative and insignificant effect directly on job
satisfaction. Direct motivation has a negative and
insignificant effect on lecturer performance, and indirect
motivation has a negative and insignificant effect on lecturer
performance through job satisfaction at Islamic Universities
in Makassar City. The better of the leadership that is
displayed has a real impact on the job satisfaction felt by the
lecturers. The leadership shown in Islamic tertiary institutions
in Makassar City has not fully provided job satisfaction to the
lecturers. This is because some individual lecturers have a
level of intelligence that has not been optimal in transferring
their knowledge and knowledge, then they tend not to be
optimal in controlling their emotions in carrying out their
assignments. This condition is relevant to their low selfconfidence and low level of honesty in carrying out tasks so
that it has an impact on low objectivity in giving assessments
and being closed so that their students give low respect and
even do not trust them as lecturers.
The higher a person's motivation to work has a real impact
on the resulting increase in performance. The findings of this
study provide different results that directly or indirectly, work
motivation has a negative and insignificant effect on lecturer
performance. This fact shows that some of the lecturers are
still lacking and even unable to generate high work
motivation because their economic needs have not been fully
met, as well as economic needs, security, respect, social
interaction, and self-actualization. This study provides
recommendations to the campus management to improve
competence and work motivation, as well as improve
leadership for each lecturer. by providing opportunities for
lecturers to take part in education and training by their fields
of expertise. Increasing the motivation of lecturers to work
can be done by fulfilling economic needs, a sense of security,
appreciation, social interaction, and creating selfactualization of lecturers. It takes serious efforts from the
campus bureaucracy to improve emotional intelligence,
increase self-confidence, honesty, be open and objective.

I. Indirect Contribution: Competence, Work Motivation,
and Leadership on Performance through Job Satisfaction
The performance of lecturers at Islamic Universities in
Makassar City is determined by competence, work
motivation, and leadership. Competence indirectly has a
positive and significant effect on lecturer performance
through job satisfaction, as evidenced by the indirect effect
value of 0.207 and a significance value of 0.017. This can be
explained that lecturer performance will increase if it is
mediated by job satisfaction, or directly without being
mediated by job satisfaction. Competence will be able to
improve the performance of lecturers after they are given
work motivation because most of these lecturers have high
competence, both pedagogical competence and personal
competence, social, and professional competence. Indirectly,
work motivation has a negative and insignificant effect on
lecturer performance through job satisfaction. This is
evidenced by the negative value of the regression coefficient
of 0.262 and a significance value of 0.256. This means that
work motivation directly or indirectly has a negative and
insignificant effect on improving lecturer performance.
The same thing applies to leadership, which has a positive
and insignificant effect on lecturer performance through job
satisfaction. This is evidenced by the value of the regression
coefficient of 0.107 and a significance value of 0.161. This
shows that, directly or indirectly, leadership will influence on
improving the performance of lecturers at the Islamic
Universities in Makassar City, although it is not significant.
Taking into account the research results and descriptions
previously stated, it can be explained that; competence has a
positive and significant effect on lecturer performance
through job satisfaction, work motivation has a negative and
insignificant effect on lecturer performance through job
satisfaction, and leadership positive and insignificant effect
DOI: http://dx.doi.org/10.24018/ejbmr.2021.6.2.801
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