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ABSTRACT

Objective — The lecturer is a key element in higher education. This study aims to examine the relationship of job
satisfaction lecturer on the performance of lecturer in private higher education in Semarang. Framework constructs in this
study presents a variable relationship to one another, illustrating both individual performance and job satisfaction awoke
from elements of soft and hard approach.

Methodology/Technique — The sample of this research was determined by using two stage random sampling of 200
lecturers at private higher education in Semarang. Data were analyzed with structural equation modeling (SEM).
Findings — The empirical results showed that job satisfaction is able to reduce absenteeism and improve the performance
of lecturer in private higher education, both directly and indirectly.

Novelty — This research findings supported by original data.
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1. Introduction

The issue of employee absenteeism has long been a focus of research in the field of human resource
management. This is caused by the employee's performance is affected by factors of job satisfaction is able to
reduce absenteeism (Becker, 2008). The same is happening in the private higher education, where the lecturer
as key elements in the private higher education are required to have a good performance and meet its
obligations, known as Tridharma which include education, research, and community service.

The regulations set the responsibility and obligations of lecturers, but only a few lecturer at private higher
education still had a poor performance expected or meet the criteria. For lecturers who have the certification
course has an obligation to comply, the concern is for lecturers who do not have the certification still has not
done so Tridharma showed unsatisfactory performance.

The cause of absenteeism lecturer in meeting these obligations can be triggered by various causes.
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Relationships between individuals that affect job satisfaction may be the cause of the absenteeism impact on
private higher education performance as proposed by Herberg (1959). Aside from individual factors, Tyson
and York (2000) suggests another cause of the hard approach such as policy that affect employee performance.

On the basis of the background and some of the theory study, it can be said that the lecturer as one of the
important resources that are key to success in achieving the work of private colleges must have a good level
of job satisfaction. To achieve this, the private universities need to know the motivation factor that can improve
job satisfaction which in turn can reduce the absenteeism.

This study examines the relationship between job satisfaction and performance of lecturers in Private
Higher Education in Semarang.

2. Literature Review
2.1 Job Satisfaction

The model developed by Christen (2006), is a model of analysis of the relationship of work to examine the
relationship between job satisfaction and variable-influential variable or determinant variables, such as
individual performance and effort (work effort). The study uses the theoretical basis of agency (agency theory)
that examined the impact of work on job satisfaction efforts, and how the work effort they affect the
relationship between job satisfaction and individual performance.

Furthermore, this study explains that in theory, organizational psychology, intrinsic and extrinsic factors
are a determinant variable on employee job satisfaction (Manisera 2005). It was explained that a regular income
such as salary, has a significant positive effect on job satisfaction, but not to the work effort. While the extra
income (profit sharing) as bonus and other compensation showed significant positive effects, both on the work
effort or job satisfaction (McCaausland 2002).

2.2 Job Performance

Christen, 2006, concluded that the performance of individuals, in this case the manager of a retail
establishment, it is significantly influenced by work effort (effort), which was born from the commitment of
the manager's job. Further stated that the elements of work efforts and significant positive effect on job
satisfaction of managers. Research on the commitment and job satisfaction is a topic that is still very interesting
to study at this time, because the problem of job satisfaction will continue to appear in various organizations
and companies, as well as still found differences between some of the results of previous studies. According
Restuningdiah 2009, the research results show that, there is a positive relationship between work effort and
job satisfaction. Meyer, 1990, to examine the relationship between performance with affective commitment
(affective commitment) that emotional involvement with the organization and ongoing commitment
(continuance commitment), namely the introduction of employee costs in relation to employee discharge rate
(turnover). He found that affective commitment is positively related to performance, while continuing a
commitment negatively related to performance measurement.

So the work effort is one element of the job factor, which is strongly influenced by motivation, perceptions
of employment (job perception) and other management elements (Christen 2006). The motivation in this case
is the desire to do something as a willingness to expend a high level of effort for the organization's goals
(Robbins 2002). Motivation is important to improve the morale of employees so that they can give birth to a
commitment desired by the organization and eventually gave birth to job satisfaction. The relationship between
motivation, morale and optimal results have a linear relationship in the sense that, with the provision of a good
motivation, the passion of employees will be increased and the work will be optimized in accordance with the
standards of performance expected.

Job satisfaction (job satisfaction) is an emotional state employees were to happen, or not happen through
the meeting point between the remuneration of employees and the company or organization to the level of the
value of fringe benefits that are desired by the employee (Martoyo 2000). Job satisfaction spawned an
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emotional attitude of fun and make someone loves his job (Moynihan 2000). This attitude is reflected by the
morale, discipline, and job performance, which in turn positively affects the overall performance. Therefore,
job satisfaction has a great significance, both for the employees and the company, primarily to create a positive
situation in the company's work environment

2.3 Conceptual Framework

The conceptual Framework in this research presents a variable relationship to one another that describes
both the performance of the profession (people), as well as job satisfaction, awakened from the elements of
HRM approach, through soft and hard approach. Further illustrated that both individual performance and job
satisfaction has a positive correlation with the performance of the company / organization as showed Figure 1.

I
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Satisfaction

Job
Performance

Org.
Character

Figure 1. Conceptual Framework

Working ability (ability) in this case awakened from elements of competencies possessed by lecturer
through skills (skills) and work experience

Characteristics of the organization, made up of external and internal character code that is owned by a
company, both of which provide an enormous influence on employee job satisfaction (R. Gibbons 1998), states
that the external characteristics of the organization consists of several elements, among which are; innovation
and courage (innovation and risk taking) face various challenges organizations. While Christen, (2006),
indicates the character's internal organization consisting of several elements among them; fixed income as
salary, labor relations, working facilities and supervision of the leadership.

2.4 Hypothesis
Based on the background of the problem, conceptual framework, the study hypothesis is proposed to follow:

Hypothesis direct effect of exogenous variable X1, X2 of the endogenous variable Y1 Job Satisfaction
Hia: There is a positive and significant direct effect on the Ability

Hip: There is a positive and significant direct effect on the Organizational Character

Hypothesis direct effect of exogenous variable X1, X2, Y1 of the endogenous variable Y2 job
Performance

Hza: There is a positive and significant direct effect on Ability

Hao: There is a positive and significant direct effect on Organization Character

Hac: There is a positive and significant direct effect on Job Satisfaction

Hypothesis indirect effect of exogenous variable X1, X2, of the endogenous variable Y2 job
Performance

9. Haa: There is a positive and significant direct effect on Ability
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10. Hap: There is a positive and significant direct effect of Organization Character

3. Methodology

This research is a quantitative explanatory that examine the relationship and position of the variables in the
study. The data used are primary data obtained from questionnaires to respondents. As for the time of the
study, done for 6 months i.e. from February 2016 until August 2016.

3.1 Population and Sample

The population in this study includes lecturers at private higher education in Semarang, Central Java. The
sample using Random is sampling. The sample total in this research is 200 lecturers private higher education
in Semarang. Central Java

3.2 Data Analysis

Data obtained from questionnaires and using a Likert scale of measurement. Once indicators specified
research and measurement techniques, statistical used is a descriptive analysis to explain the relationship
between the study variables. It is also used questionnaire results obtained using SEM (structural equation
model). This analysis also allows to perform three activities simultaneously, namely, the examination of the
validity and reliability of the instrument (equivalent to confirmatory analysis), the test model of the relationship
between the latent variables (similar to the analysis path), as well as get a useful model to estimate (Ferdinand
2000).

4. Results

Based on a conceptual framework that used in this research, then we tested toward the hypothesis by testing
in structural equation models. The test result is presented in table 1 below.

Table 1. Hypothesis Testing

Direct Effect
HIP | Independent Variable | Dependent Variable Standardize CR o-value Information
Hla | Ability Job Satisfaction 0.216 2.010 0.043 Significant
H1b | Organization Character | Job Satisfaction 0.401 2.342 0.019 Significant
H2a | Ability Job Performance 0.404 2.978 0.003 Significant
H2b | Organization Character | Job Performance 0.204 2.136 0.033 Significant
H2c | Job Satisfaction Job Performance 0.138 2.061 0.038 Significant
Indirect Effect
Variable

Variable Independent Variable Depend Intervening Standardize Information
H3a Ability Job Satisfaction Job Performance 0.208 Significant
H3b Organization Character Job Satisfaction Job Performance 0.124 Significant

5. Discussion
5.1 Effect of Ability, Organization Character to Job Satisfaction

This result explains that the ability that you have will affect the level of faculty satisfaction. as well as the
character of the existing organizations will also affect satisfaction. Lecturers have already gotten job
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satisfaction it can increase their motivation for doing his job as a lecturer including carrying Tridharma of
higher education.

5.2 Effect of Ability, Organization Character, job satisfaction to Job Performance

The better the ability and character of the organization as well as job satisfaction obtained lecturer will
improve brand performance. This result explains hypothesis testing in this study suggest that there is a positive
influence ability, character of the organization and job satisfaction on the performance of lecturers in private
higher education.

5.3 Indirect Effect Ability, Organizational Character to Job Performance

The findings in this study explain that the ability and character of the organization will improve performance
through job satisfaction. This result explains that the ability and the characteristics that will improve job
satisfaction which the lecturer has achieved what was expected by the lecturer with good motivation from
ourselves and from outside in this case the private higher education. The private higher education also has
approached both hard and soft. the achievement of satisfaction of the faculty will be more motivated in doing
their job and will reduce absenteeism their conversely, if the organization did not pay attention to job
satisfaction it will bring defaulters tendency for lecturer in performing their duties so the impact on
performance.

6. Conclusion

From The study we can conclude that, Ability, Organization Character, has a positive effect on Job
Satisfaction. Ability, Organization character, and job satisfaction also have a positive effect on job
performance. There is a positive effect and a significant relationship ability, organization’s character on job
performance through job satisfaction.

These results indicate that the variables in this study had a positive influence. where the ability and character
of the organization will increase job satisfaction and performance of lecturers. This result can be explained
also that the better job satisfaction and will reduce absenteeism so the impact on the performance of lecturers.
Therefore, private higher education in Semarang should consider both soft and hard approaches to reduce
absenteeism.
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