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Abstract: This study examines the effect of compensation, organizational culture and Islamic work ethic directly
towards the job satisfaction and performance of the lecturers and the effect of compensation, organizational
culture and Islamic work ethic towards the performance of lecturers through job satisfaction. This study was
conducted at the Private Islamic University in Indonesia. The population of the study 1s 295 lecturers. The data
were analyzed using The Structural Equation Modeling with LISREL 8.80 applications. The results showed that
compensation, organizational culture and TIslamic work ethic have a positive and significant effect on job
satisfaction. Job satisfaction has a positive effect on the performance. Compensation, organizational culture
and Islamic work ethic have a positive effect on the performance of lecturers significantly. Compensation and
organizational culture have a significant effect on the performance through job satisfaction while Islamic work
ethic does not significantly influence the performance of lecturers through job satisfaction.
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INTRODUCTION

The problem of quality of umversity graduates
should not be separated from the role of lecturers who
have a strategic role in making the high-quality graduates
as they directly hold a very important role in the teaching
and leaming processes at the college m which they daily
try with all their strength to transfer their knowledge to
the students. According to Suparno, lecturer 1s one of the
human resources who have an important role in the
educational process. Until now, the attention to the
performance of the lecturers has been given n many ways
including training, comparative study, worlshops, etc.
There are also some opportunities provided to improve
the education to the higher level either independently or
through a scholarship from the government. The results
have been perceived through the improving quality of
education or through the achievements shown by the
college students both during the education and after
entering the workforce.

The field fact proves that the performance of lecturers
is the primary in improving the intelligence of the nation’s
life which has not shown the optimal performance yet. It
can be seen from the observation and mterviews that
there are still many lecturers who do not make the Lecture

Unit Satuan Acara Perkuliahan (SAP) and Basic Teaching
Outline Garis Besar Pokok Pengajaran (GBPP), the
lecturers who come to the classroom and go home out of
the schedule who do not return the homeworks or
assighments to the student who late-submit the results of
the tests who tend to use the same study methods for all
subjects who do not use the teaching aids who dominate
the learning processes who are less mnovative and rarely
providing exercises to the students as the implementation
of the taught theories or principles in the classroom into
practices exercises and who make ultimately
unsatisfactory results on students’ learming processes.
These conditions are consistent with the results of
research conducted by Wiyono (2009) which concludes
that the performance of lecturers is still low, proved by the
careless teaching given by the lecturers, the seldom
library visit to improve their knowledge, the few studies
and scientific papers produced.

Maharsi states that ten variables of lecturers’
teaching performance include the discipline in teaching
attendance, punctuality in starting and ending the lecture,
behavior attitude in the lecture, mntonation and volume in
the lecture, role n encouraging the learning motivation of
students to get some achievements, to be systematic in
explaining the courses, mastery of the courses material,
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the suitability to the syllabus, actuality relevance
application of the course, familiarity and friendliness
during the lecture.

The performance of the lecturers 1s influenced by job
satisfaction. This is in accordance with the opinion of
Reyes and Shin (1998) which state that the job
satisfaction of the lecturers 1s a major determmant of the
commitment of the lecturers and 1s associated with their
retention. Whiteford identifies several indicators of
lecturers’ satisfaction with their research and sense of
accomplishment that includes positive relationships with
their colleagues, satisfactory working conditions and the
prestige and dignity associated with teaching (Na et al.,
2011). The results of research by Ghazi et al. (2010)
showed that the lecturers will be satisfied with the variety
of work, creativity, moral values, compensation, job,
teamwork, responsibility, ability ulization, authority,
activity, social status , job security, achievement and
student interaction. Further research by Ali (2005)
found that all independent factors such as promotions,
supervisor behavior, work environment, compensation
and conflict are the significant predictors of job
satisfaction.

In some private umiversities in Medan, it 15 found that
the level of job satisfaction of the lecturers is still low. It
is thought to be caused by inadequate compensation, lack
of working facilities, the less-conducive organizational
culture and not good career system. The compensation
system for lecturers who apply in some private
universities in Medan is still adhered to the conventional
system which refers to the compensation system for the
Civil Servants (PNS) that the indicator is the time of
devotion and working class. The compensation received
15 only m the form of fixed salary (still equivalent to the
salary of civil servants in 2003) in accordance with a
predetermined credits (SKS) of 12 credits and if there 13 an
excess on credits, it will be paid for teaching fees adapted
to the applicable functional position.

The performance and job satisfaction of the lecturers
are of course influenced by the complex factors, not only
from the compensation, but also by the vision, mission
and value systems and beliefs in the environment in
which the lecturers work, as reflected m the culture of the
organization, especially in the Private Umiversity (PTS3). In
general, the organizational culture is invented or created
by the founder or the leader of the top management or the
ploneer who founded the orgamzation. The pluloseophy or
strategy established by the founder and then becomes the
instructions and guidelines for their subordinates in
carrying out their duties. The Universities which concern
to the orgamzational culture will be able to umprove the
performance of the employees (Syed et al., 2012).
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There is a need of a good work ethic in order to
improve the performance and job satisfaction of the
lecturers. Raharjo (2001) states that the work ethic 1s very
dominant for the success of one’s work maximally, in
terms of the consciousness or cultural values embraced
by human are very decisive. So m the economic
development, the work ethic 1s affecting and decisive to
human behavior. The work ethic is the most studied
subject, since Max Weber introduced the Protestant work
ethic, which is associated with productivity and economic
development of the countries in Europe based on the
Protestant religion (Ali, 2005). Max Weber states that the
Protestant commumity has a special work ethic that 1s
different from non-Protestant commumties (Judge and
Bono, 2001), called as Protestant work ethic (Protestant
Work Ethic, PWE). Ali (2005) states that several studies
on the effect of work ethic on productivity and
performance by wusing the PWE instrument is
fundamental bias, because the culture and value systems
prevailing in Arab society (Islam) is different from
European and American societies. According to Ali (2003)
one of the pillars of Protestant Work FEthic is the
relationship between the work ethic and the individual.
The results of research by Lubis showed that the lecturers
who are increasingly understanding the norms or rules

a

applied both in the ethic code and the dimensions of
accountability, justice and truth in the work ethic of Islam
which 15 based on sharia law will actually perform their
duties and functions as the lecturers.

MATERIALS AND METHODS

Type of research: It 1s an explanation study or a kind of
explanation of the knowledge resulted from a study. The
scope of explanation is divided into causality and
non-causality comparative study (Fiofori, 2007). The
method used in this study is survey.

Population and sample: The population of the study
15 all of the lecturers of Private Universities in Medan
Indonesia which are owned by Islamic Foundation
{Organization). There are 295 permanent lecturers who
have functional positions as Instructor (Asisten Ahli),
Assistant Professor (Lektor) and Associate Professor
(Leltor Kepala) which have following
characteristics: work period for more than 1 year, have a
domicile in Medan and implement the Three Pillars of
University. The sampling technique used in this study
was conducted by saturated sampling that is a sampling

s0me

techmque if all of the population members are used as the
sample.
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Metode analisis: The data were analyzed using The
Structural Equation Modeling (SEM) from a package of
statistical software LISREL &.80 in hypothesis model and
Teview.

RESULTS AND DISSCUSION

The results of estimation of all causal relationships of
the study can be seen on the following output of LTSREL
8.80: conceptual frame work shown in Fig. 1.

Hypothesis testing

The hypothesis testing of direct effects: The results of
direct effects testing are as follows: according to the
Table 1 above m which consists of the conclusions of the
results of study model hypothesis, it can be concluded n
some following ways as follows.

The effect of compensation towards the job satisfaction:
The hypothesis states that compensation has a positive
and significant effect on job satisfaction of the lecturers.
Based on the results of data processing of the structural
model, the output obtained a t-value of 5.25. The results
of the t-value showed by the hypothesis 1s >1.96, it can be
concluded that the compensation has a positive and
significant effect on job satisfaction. Thus, the
hypothesis is acceptable and it can be concluded that the
higher the compensation received by the permanent
Lecturers of Private Islamic University in Medan, the
better the job satisfaction.
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Fig. 1 : Conceptual framework

Table 1: Hypothesis testing of direct effects

z.

WEZE

pc =]

LE8

=23

-84

.30

The results are suited to the opinion from Lockyer
cited by TIrianto which states, “The system of
compensation 1s an internal part i mdustrial relations and
affects the effectiveness of the relationship between
organizations and employees”. In the results of Annual
Tob Satisfaction Swrvey on the corporate staffs in the
United States with regard to the compensation problem
nearly to year of 2000 showed that the highest level of
employee dissatisfaction revolves around salaries,
bonuses and the relationships between the payment and
work of the employees.

Steers finds one of the ways to increase employee
satisfaction by providing a satisfactory compensation.
According to Maslow with the theory of Hierarchy Need
says that a person's behavior n a particular moment 1s
determined by the strongest needs so that the employee
is working to fulfill those needs. The results of this study
is in line with the results of study by Miller about the
effect of compensation to the job satisfaction conducted
in one of the umversities in the United States, concluded
that the “top most factors in producing job satisfaction
include financial resources, faculty workload and
technology impact “. Likewise, a study by Noe (2008)
states that the compensation system has a sigmificant
positive effect towards job satisfaction lecturers, either
partially or simultaneously. Chaudhry et al (2011)
states that salary satisfaction is positively related to
job satisfaction. The salary satisfaction 1s proved to
be a facilitator that 1s designed to increase the level
of employees satisfaction. Furthermore, a study by

-—-4 -88
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Hypothesis Statemnent t-values Information
la Compensation towards job satisfaction 5.25 Acceptable
1b Organizational culture towards job satisfaction 3.39 Acceptable
1c Islamic work ethic 2.88 Acceptable
2a Compensation towards lecturers® performances 2.28 Acceptable
2b Organizational culture towards lecturers’ performances 2.84 Acceptable
2c Tslamic work ethic towards lecturers’ performances 3.30 Acceptable
3 Job satisfaction towards lecturers” performances 2.43 Acceptable

Output of LISREL $.80 (2015)
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Lai (2011) concluded that there is a positive correlation
between employees satisfaction and work-based salry,
skill-based salary and performance-based salary. These
results are consistent with the results of the studies by
Sopiah (2013), Choudhury and Mishra (2010) and
Nawab and Bhatti (2011).

The effect of orgamizational culture towards job
satisfaction: The hypothesis states that the
organizational culture has a positive and significant effect
towards job satisfacton Based on the results of data
processing of structural model, the output obtained a
t-value of 3.39. The t-value showed by hypothesis is
<1.96, so that it can be concluded that organizational
culture has a positive and significant effect towards job
satisfaction. Thus, the hypothesis can be accepted and
concluded that the better the Orgamizational Culture of
Private Tslamic University in Meddan does not affect the
job satisfaction.

The results of this study also support the theory of
Robbing (1996, 1989) states that the employees create an
entire subjective perception about organization. This
study 1s 1n lme with the results of studies by Rogga
(2001), Lund (2003), Sangadji (2013) and Sopiah
(2013).

The effect of Islamic work ethic towards job satisfaction:
The hypothesis states that the Tslamic work ethic has a
positive and significant effect towards lecturers job
satisfaction. Based on the results of data processing of
structural model, the output obtained a t-value of 2.88.
The t-value showed by hypothesis 15 >1.96, so that it can
be concluded that Tslamic work ethic has a positive and
significant effect towards job satisfaction.

This study is in line with the studies conducted by
Yousef (2001, 2000) Koh and Boo (2001), Tampubolon
(2007) and Elkins (2007) which found that there is a
weak comrelation between work ethic and job
satisfaction in Japanese manufacturing companies.
However, Lambert and Hogan (2009) found that worlk
ethic has the biggest impact on job satisfacton The
Islamic work ethic sees that a job as an important meaning
for someone’s future economically, socially and
psychologically to give some pride, to mncrease the social
welfare and to strengthen the faith (Ali, 2005). Working is
the source of richness and welfare (Akbarnejad and
Chanzanagh, 2012), it is in line with the principle of work
as the source of ownership.

The effect of compensation towards the lecturers’
performances: The results showed that the higher the
compensation received by the Permanent Lecturers of
Private Islamic University in Medan, the higher the
performance of the lecturers. Tt is in line with the results of
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studies by Paik et al. (2007), Sopiah (2013) which
showed that the compensation of the employees has a
significantly positive effect towards the performance of
the employees. One of the management ways to improve
the performance of the employees is through the
compensation (Mathis and Jackson, 2002). Simamora
states that financial compensation is mnportant for the
employees because by the compensation they can fulfill
they needs directly, especially for the physiological
needs.

The effect of organizational culture towards the
lecturers” performances : The hypothesis states that the
organizational culture has a positive and significant effect
towards the lecturers’ performances. Based on the results
of data processing of structural model, the output
obtained a t-value of 2.84. The t-value showed by
hypothesis is more than 1.96, so that it can be concluded
that organizational culture has a positive and significant
effect towards lecturers” performances.

The results of thus study support the theory
proposed by Robbins (1996) which states that the
employees create an entire subjective perception about
the organization based on he factors such as tolerance to
the risk, emphasize to the team and other workers
supports. The supporting or not perceptions then affect
the performance and job satisfaction of the employees,
with the bigger impact on the stronger culture. The more
the members accept those values, the stronger the
organizational culture. A strong organizational culture will
result m a ligh job satisfaction and performance,
otherwise, a weak organizational culture will result in a low
job satisfaction and performance.

Kotter (2012) state that a strong culture is often said
to help the performance because it creates a tremendous
level of motivation to the employees. Gordon states that
the success of a company depends on its success in
creating a distinctive organizational culture as part of a
strategic plan. Furthermore, he states that the suitability
between the employees’ attitude and behavior with the
organizational culture have an effect on their performance.

A study conducted by Sheridan (1992) showed that
organizational culture is significantly positively related to
the employee performances, voluntary turnover and
orgamizational commitment. It 1s said that variations in
cultural values have an effect on the level of tumover and
employee performances. A study by Chen (2004) showed
that organizational culture and leadership style have a
sigmificant positive effect on organizational commitment,
job satisfaction and employee performance. Studies by
Sangadji (2013, 2009) and Mulyono and Nasir (2012)
concluded that organizational culture has a positive effect
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on the performance of lecturers. Rashid in Sopiah (2013)
shows that organizational culture is closely related to the
employee commitment and has a sigmificant effect on the
performance. Ogbor argues that orgamzational culture
which gives a sense of comfort in working and high
confidence will increase in work behavior.

The effect of islamic work ethic towards the lecturers’
performance: The hypothesis states that the Tslamic work
ethic has a positive and significant effect towards the
lecturers’ performance. The t-value showed by
hypothesis 15 <1.96, so that it can be concluded that
Islamic Work Ethic has a positive and significant effect
towards the lecturers’ performance. This study is in
line with the studies conducted by Yousef (2001) and
Koh and Boe (2001).

Islamic work ethic gives some reasons for the
lecturers to adjust the values of their lives with the values
of the orgamization. If there 13 a harmony between
personal ethics and the orgamzation’s etlucs, the
lecturers' performance will increase. Islam work ethic
emphasizes  cooperation,  integrity
respensibility. Islam teaches that people should help each
other mn goodness. In Islamic work ethic, no matter how
small the business, is very appreciated. Cooperation is
one of the results of togetherness. Mondy (2008) in
Ridwan (2013) explains that the main orientation of Islamic
work ethic 1s working. Islamic work ethic regards the
individuals who are working hard to find favor, fortune in
the contentment of the Almighty is the nature and
believed to achieve success in life, while those whe do
not work hard will find the failure in life. Anyone who
works hard will get a reward. This principle applies to
every individual and to all people “But Allah will not
change the fate of anation until they change what
1s i themselves™ (Q.S. Al-Anfal: 53).

and  social

The effect of job satisfaction towards the lecturers’
performance: The t-value showed by hypothesis 15 >1.96,
so that it can be concluded that job satisfaction has a
positive and significant effect towards the lecturers’
performance. Thus, the hypothesis is acceptable and can
be concluded that the higher the job satisfaction
perceived by the permanent lecturers of Private Islamic
University in Medan, the better the performance of the
lecturers.

Job satisfaction has been extensively studied over
the last four decaded m the studies on orgamzation
(Currivan, 1999), in Daulatram. A number of studies have
examined the relationship between job satisfaction and
various  organizational  variables, including the
relationship between job satisfaction and performance
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Table 2: Hypothesis testing of indirect effects

Hypothesis Through
Indirect effect () Ratisfaction
The effect of compensation towards the 2.30
performance of the lecturers

The effect of organizational culture 2.05
towards the performance of the lecturers

The effect of Islamic work ethic towards 1.91

the performance of the lecturers

The effect job satisfaction towards the -
performance of the lecturers

Output of LISREL 8.80, processed by the researcher (2015)

(Lawler III and Porter, 1967, Locke, 1970; McGivern and
Tvorik, 1997). The statement that job satisfaction and
work attitudes related to employee performance has been
showed by laffaldano and Muchmsky that there 15 a
weak positive correlation. While others are based on a
meta-analysis of Petty er al. (1984) showed a strong
positive relationship between job satisfaction and
employee performance (Kim, 2002). Although, there 1s
disagreement among the researchers on the relationship
between job satisfaction and employee performance,
those studies reveal that employees are who more
satisfied have lower absenteeism and tumover (Tett and
Meyer, 1993)

The results of study conducted Ostroff (1992)
show a positive relationship between job satisfaction
and employee performance. Further disclosed more
specifically, an organization with employees who are more
satisfied, committed, appropriate and do not have a high
stress will have a higher performance level than those
who are less satisfied, less commuitted, less capable to
adjust and have more stress.

Hypothesis testing of indirect effects: The results of
indirect effects testing are as follows: shown in Table 2
Based on the testing of mterveming varables, 1t 1s
proved that job satisfaction is the intervening variable for
compensation and organizational culture effects towards
the performance of lecturers through job satisfaction. It
means that the better the compensation given, the
stronger the organizational culture, the more satisfied the
lecturers in working, thus it has an effect on the bettter
performance of lecturers. Meanwhile, the Islamic work
ethic does not sigmificantly affect the performance of
lecturers through their job satisfaction. The results of the
test show that in order to improve the performance of the
permanent lecturers in Private Islamic University in
Medan, the determinant factor 1s the Islamic work ethic
without going through job satisfaction. Islamic work ethic
plays a key role towards improving the performance of
permanent lecturers of Private Islamic University in

Medan.
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CONCLUSION

Compensation, organizational culture and Islamic
work ethic have a positive effect on job satisfaction
significantly

Compensation, organizational culture and Islamic
work ethics have a positive and significant effect on
the performance of lecturers

Job satisfaction has a positive effect on the
performance of the lecturers significantly
Compensation and organizational culture have a
significant effect on the performance of lecturers
through job satisfaction, while Islamic work ethic
does not significantly affect the performance of
lecturers through job satisfaction

IMPLICATIONS

Theoretically, the results of this study have som
implications for the importance of the wider
development of the theories about Tslamic work ethic.
The worl ethic. The work ethic is not always seen
from the aspect of religious belief, the values of work
ethic can be seen from the various dimensions of
personal behavior and culture

Practically, the results of tlus study provide an
overview to the managers of Private Islamic
University in Medan on the importance of
compensation, organizational culture, Tslamic work
ethic, job satisfaction, orgamizational commitment
and performance of permanent lecturers for the sake
of the progress of its education progress and the
quality of the graduates

LIMITATIONS

Islamic work ethic is served as the independent
variable (exogenous). Some studies concluded that
Islamic work ethic 1s a moderating variable

Not all Islamic universities in Medan are served as
the research object, only the private Tslamic
which owned by the
organizations become the object of study, so that the
results can not be generalized to other Tslamic
Universities

Universities Islamic

RECOMMENDATIONS

After considering the conclusions, implications and

study, the followings are the

recommendations which can be proposed, as follows:
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To use this study model as the basis for the
development of future study model with some
expectation that the development of future study
model can create more complete models and
incorporate new variables which are the causal
factors of job satisfaction and performance of
lecturers

There 1s a need for further study on compensation,
organizational culture and Islamic work ethics
associated with various behavioral variables in
addition to job satisfaction, orgamizational
commitment and performance

There is a need to improve the intensity of study
on Islamic work ethic within the educational
organizations institutions. This is important because
the ethical issues are the fundamental problems in
both individual, organizational and social life

SUGGESTIONS

To the Management of University (College)

The management of University (College) should try
to prosper the lecturers either in the form of material
financial such as wages, salaries, mcentives and
allowances, as well as non-material in the form of
certamty and smoothness in career, a comfortable
working atmosphere and togetherness that will be
able to mcrease job satisfaction, orgamizational
commitment and performance of lecturers

In bulding the orgamzational culture, the
Management of University (College) needs to pay
attention to the values contamed in the construct of
organizational culture so that it can improve the
coordination of work with the involvement of
lecturers in the form of the lecturer team that will
create a culture of cooperation among the lecturers.
The management of University (College) needs to
make various programs that are able to foster the
mental and spiritual and also Islamic work ethic and
moral of the lecturers so they can have a behavior
that can increase job satisfaction, organizational
commitment and their performance

In creating lecturers” job satisfaction, the
management of umversity (college) needs to give an
opportunity to every lecturer to be a structural
official with a fair and transparent system. The
management needs to appreciate the lecturers” work
to make them more appreciated

In establishing the performance of lecturers, the
management should encourage the creation of
conducive condition to establish the educational and
teaching, research and community service activities
as well as the supporting activities
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¢ To other researcher

* It 18 suggested that the future research could add
other variables, so it will obtain a more complete
model of the factors that influence job satisfaction,
organizational commitment and performance of
lecturers

¢ The future research should enrich the indicators of
variable of the lecturers’ performance
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