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Abstract 

Human resources research aims to determine the effect of discipline, motivation 

and leadership style on the performance of permanent lecturers with an intervening 

variable, namely the achievement of job satisfaction for permanent lecturers at 

Abdurachman Saleh University Situbondo. 

Data collection was carried out on permanent lecturers at Abdurachman Saleh 

University Situbondo with a population of 95 permanent lecturers and for the use of 

samples using saturated samples, namely 95 respondents. The data was analyzed by 

calculating the Partial Least Square (PLS) structural equation system/model from the 

results of the calculation of the direct effect hypothesis using the Smart PLS 3.0 

application. 

The results of research testing show that (1) Discipline has a positive and significant 

effect on job satisfaction, (2) Motivation has a positive and significant effect on job 

satisfaction, (3) Leadership Style has a positive and significant effect on job satisfaction, 

(4) Discipline has a positive and significant effect on performance, (5) Motivation has a 

positive and significant effect on performance, (6) Leadership style has a positive and 

significant effect on performance, (7) Job satisfaction has a positive and significant effect 

on performance, (8) Discipline has a positive but insignificant effect on performance 

through job satisfaction as an intervening variable, (9) Motivation has a positive and 

significant effect on performance through job satisfaction as an intervening variable. and 
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(10) Leadership style has a positive and significant effect on performance through job 

satisfaction as an intervening variable for permanent lecturers at Abdurachman Saleh 

University Situbondo. 

 

Keywords: Discipline, Motivation, Leadership Style, Performance and Job 

Satisfaction 

 

INTRODUCTION 

Higher education has an important role in producing superior and competitive 

human resources. In an effort to achieve organizational goals, universities need to pay 

attention to the satisfaction of human resources within the scope of the college, because 

achieving goals is not only focused on the sophistication of technology, the completeness 

of facilities and infrastructure. According to human resource management experts 

according to Desseler (2015: 3) that:" Human resource management is the process of 

acquiring, training, assessing, and compensating employees and for managing labor 

relations, health and safety, and matters relating to fairness ". 

In realizing job satisfaction and increasing lecturer performance efforts can be 

done through discipline, motivation and appropriate leadership styles. Work discipline 

relates to lecturers' compliance with established rules, schedules and procedures. Good 

discipline contributes to work effectiveness and achievement of academic targets. 

According to Sutrisno (2018: 89) discipline is a person's behavior in accordance with 

regulations, work procedures, or discipline in attitudes, behavior, actions in accordance 

with the rules of an organization or institution. Work discipline is also influenced by several 

other factors, one of which is work motivation. 

Work motivation is the driving force for someone to apply the principles of discipline 

in their work environment. Work motivation is not only a form of encouragement but work 

motivation is also one of the strong reasons within a person to force that person to do 

various kinds of things needed to achieve his goals (Larasati and Gilang; 2014). The 

motivation of employees obtained from a leader can foster high self-confidence in carrying 

out all their duties at work. Leadership is the process of influencing in determining 

organizational goals, motivating, follower behavior to achieve goals, influencing groups, 

and its culture. 

Leaders in educational institutions, such as rectors or deans, have leadership is a 

way or approach used by a leader to influence subordinates in achieving organizational 

goals ". Therefore, leadership style is important in a modern era where the organization 
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requires democracy in the implementation of work and good work motivation, the result 

that may arise from a good leadership style is an increase in employee performance which 

will have an impact on improving the total performance of the company which will certainly 

affect employee job satisfaction. 

According to Simamora (2015) which states that performance is a certain 

requirement which can finally be directly reflected in the output produced both in the form 

of quantity and quality. There are two types of performance, namely good performance 

and poor performance. Jufrizen (2017) said that job satisfaction can affect performance, 

which cannot stand alone. 

Lecturer job satisfaction includes feelings of satisfaction with the work 

environment, facilities, compensation, peer relationships, and self-development 

opportunities. Job satisfaction is often an intervening factor linking factors such as 

discipline, motivation, and leadership with lecturer performance. 

In its development, UNARS has experienced changes in leadership in several 

periods and currently UNARS has a vision and mission, namely as an Entrepreneurship 

Driver, and one of the elements in its vision is based on meritocracy (based on 

performance and achievement). To realize the vision and mission of course requires a 

management control system that provides job satisfaction for lecturers, to be able to 

develop the performance capabilities of all lecturers to be better. 

Based on the problems described above, the researcher is interested in conducting 

research with the title "The Effect of Discipline, Motivation and Leadership Style on 

Permanent Lecturer Performance with Job Satisfaction as an Intervening Variable at 

University Abdurachman Saleh Situbondo". 

 

Objectives 

The purpose of this research is to find out: 

1. Work discipline has a significant effect on job satisfaction of UNARS lecturers 

2. Motivation has a significant effect on job satisfaction of UNARS lecturers. 

3. Leadership style has a significant effect on UNARS lecturer satisfaction. 

4. Work discipline has a significant effect on the performance of UNARS lecturers. 

5. Motivation has a significant effect on the performance of UNARS lecturers. 

6. Leadership style has a significant effect on the performance of UNARS lecturers. 

7. Job satisfaction has a significant effect on the performance of UNARS lecturers. 

8. Work discipline has a significant effect on performance with job satisfaction as an 

intervening variable. 
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9. Motivation has a significant effect on performance with job satisfaction as an 

intervening variable. 

10.Leadership style has a significant effect on performance with job satisfaction as 

an intervening variable. 

The conceptual framework in this study is described as follows; 

  

 
Figure 1: Conceptual Framework 

 

DISCUSSION  

The Effect of Discipline on Job Satisfaction 

The results of hypothesis testing state that discipline has a significant positive 

effect on job satisfaction with a positive original sample value (0.284) and a P Value of 

0.001. Based on the test, it can be concluded that H1 is accepted, so if discipline 

increases, job satisfaction will increase, and vice versa, if discipline decreases, job 

satisfaction also decreases. Discipline is very influential on the performance of a lecturer, 

with high discipline various obligations will be easy to complete on time and accurately. 

With discipline it will also be self-motivation to be even better in carrying out the duties 

and authority as a lecturer. The results of this study support and strengthen the findings 

of previous research by Azmaa Zahidaah; 2023 

 

Effect of Motivation on Job Satisfaction 

The results of the second hypothesis test with reference to the original sample value, 

which is positive (0.283) with a P Value of 0.000, it can be concluded that motivation (X2) 
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has a positive and significant effect on job satisfaction (Y1), thus Hypothesis 2 is accepted. 

Based on the test, it can be concluded that if motivation increases, job satisfaction 

increases and vice versa, if motivation decreases, job satisfaction also decreases. In this 

study, motivation is seen from five levels of needs, namely physical needs, security 

needs, social needs, needs for appreciation and needs for self-realization. These 

indicators become the highest measure of motivation, especially the family atmosphere 

at work, transportation facilities to the workplace and the provision of financial 

compensation and performance benefits have an impact on job satisfaction. this condition 

is indicated by the high level of job satisfaction, especially related to the job itself. The 

better the family atmosphere at work, transportation facilities and performance benefits 

provided cause lecturers to be more satisfied with their current job. The results of this 

study support previous research by Hastuti; 2021. 

 

Effect of Leadership Style on Job Satisfaction 

The results of the third hypothesis test with reference to the original sample value, 

which is positive (0.467) with a P Value of 0.000, it can be concluded that leadership style 

(X3) has a positive and significant effect on job satisfaction (Y1), thus Hypothesis 3 is 

accepted. Based on the test, it can be concluded that if the leadership style increases, 

satisfaction increases and vice versa, if the leadership style decreases, job satisfaction 

also decreases. In this study, it is seen from the level of leadership style that is firm, can 

communicate well and set a good example to lecturers, dare to take responsibility for 

mistakes made so as to provide job satisfaction to lecturers. The results of this study 

support previous research by Khairunnisa; 2021. 

 

Effect of Discipline on Lecturer Performance 

The results of the fourth hypothesis test by referring to the original sample value 

which is positive (0.216) with a P Value of 0.008, it can be concluded that discipline (X1) 

has a positive and significant effect on performance (Y2), thus Hypothesis 4 is accepted. 

Based on the test, it can be concluded that increasing discipline will also improve 

performance, and vice versa, if discipline decreases, performance will also decrease. 

Discipline describes how lecturers have the drive from themselves to take full 

responsibility for the work given. Discipline can increase if lecturers can apply discipline 

by always being on time both in attendance on campus, teaching time and inputting 

student grades. The results of this study support previous research by Sharah Rizg ah, 

2022 
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Effect of Motivation on Lecturer Performance 

The results of the third hypothesis test with reference to the original sample value, 

which is positive (0.205) with a P Value of 0.029, it can be concluded that motivation (X2) 

has a positive and significant effect on performance (Y2), thus Hypothesis 5 is accepted. 

Based on the test, it can be concluded that increasing motivation will also improve 

performance, and vice versa, if motivation decreases, performance will also decrease. 

Motivation describes how lecturers have a drive from themselves to take full responsibility 

for the work given. Motivation can increase if the fulfillment of the needs of a lecturer on 

campus is fulfilled and in accordance with what is desired. This can increase the potential 

and ability of lecturers so that it has an impact on improving performance. The results of 

this study support previous research by Sudirman Wawuru, 2020. 

 

Effect of Leadership Style on Lecturer Performance 

The results of the sixth hypothesis test by referring to the original sample value 

which is positive (0.053) with a P Value of 0.043, it can be concluded that leadership style 

(X3) has a significant positive effect on performance (Y2), thus the 6th hypothesis is 

accepted. Based on the test, it can be concluded that H6 states that the increase in 

leadership style will affect the increase in lecturer performance, the attitude of serving, 

being firm and being able to communicate well given by the leadership will encourage 

lecturers to increase their responsibility for work and in completing their tasks on campus 

which has an impact on improving performance directly on campus. The results of this 

study support previous research by Seniman, 2021. 

 

The Effect of Job Satisfaction on Lecturer Performance 

The results of the third hypothesis test with reference to the original sample value, 

which is positive (0.400) with a P Value of 0.025, it can be concluded that job satisfaction 

(Y1) has a positive and significant effect on performance (Y2), thus Hypothesis 7 is 

accepted. based on testing, it can be concluded that H7 states that if job satisfaction 

increases, performance will also increase. Job satisfaction can be measured by payment, 

the job itself, coworkers and promotions. This can be the main indicator of the level of job 

satisfaction of a lecturer, as a form of appreciation given in carrying out the responsibilities 

given. The next impact is to improve performance significantly. The results of this study 

support previous research by Wahyu, 2022. 
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The effect of discipline on performance through job satisfaction 

The results of the eighth hypothesis test by referring to the original sample value 

which is positive (0.113) with a P Value of 0.073, it can be concluded that Discipline (X1) 

on performance (Y2) through job satisfaction (Y1). positive but insignificant effect, thus 

Hypothesis 8 is rejected. Lecturer discipline in carrying out tasks can be shown by high 

seriousness and perseverance in carrying out teaching assignments. Lecturers will try to 

improve their discipline by being present on time during teaching hours, giving 

assessments on time, besides that job satisfaction plays an important role and determines 

lecturer performance. Lecturers who get satisfaction while carrying out their duties can 

certainly have an impact on improving their performance. 

However, the role of the mediating variable of job satisfaction is not significant in 

mediating the effect of discipline on performance. This may occur due to internal factors 

such as lack of awareness of the importance of discipline, limited resources such as time, 

finance, or facilities so that lecturers find it difficult to maintain high discipline, or lack of 

motivation to maintain discipline levels. In addition to the insignificant internal factors are 

the influence of external factors such as an uncomfortable work environment, college 

policies that are considered quite burdensome or lack of feedback from superiors or 

coworkers so that lecturers lack understanding to improve performance and job 

satisfaction. This is a new finding (novelty) that work discipline is not always significant to 

performance with job satisfaction as an intervening variable and the results of this study 

reject the results of previous research by Azmaa Zahidah, 2023. 

 

The Effect of Motivation on Performance through Job Satisfaction 

The results of the ninth hypothesis test with reference to the original sample value 

which is positive (0.113) with a P Value of 0.047, it can be concluded that motivation (X2) 

on performance (Y2) through job satisfaction (Y1), has a positive and significant effect, 

thus Hypothesis 9 is accepted. Lecturers' motivation in teaching can be shown by the 

high seriousness and perseverance of themselves in carrying out their teaching duties. 

Lecturers will try to improve their teaching competence by always providing better service 

in teaching and consider the job as a moral responsibility, so that the formation of self-

motivation encourages individuals to be the best in carrying out their duties. In addition, 

job satisfaction plays a very important role and determines the performance of a lecturer. 

Lecturers who get job satisfaction while carrying out their duties can certainly have an 

impact on the performance of the lecturers themselves. The results of this study reject 

the results of previous research by Hastuti, 2021. 
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The Effect of Leadership Style on Performance through Job Satisfaction. 

  The results of the tenth hypothesis test with reference to the original sample value 

are positive (0.187) with a P Value of 0.043, it can be concluded that Discipline (X1) on 

performance (Y2) through job satisfaction (Y1). influential and significant, thus the 10th 

hypothesis is accepted. Leadership style is very important to be able to achieve the 

tridharma of higher education, therefore through this performance-based leadership it is 

able to provide constructive influence to lecturers so that all activities related to learning 

as well as research and service can achieve the planned goals. The rector shows 

meritocratic leadership well can provide career and welfare guarantees for lecturers, so 

that their job satisfaction increases. High job satisfaction will directly encourage an 

increase in performance. The results of this study support previous research by 

Khairunnisa, 2021. 

 

CONCLUSION  

 Based on the results of the analysis and discussion previously described, it can be 

concluded from the overall results of this study that the discipline, motivation and 

leadership style variables have a significant positive effect on job satisfaction variables 

and also on performance variables where job satisfaction variables also have a significant 

positive effect on performance variables. while the discipline variable on performance 

variables through job satisfaction variables has a positive but not significant effect so that 

He is rejected while the motivation variable and the leadership style variable on 

performance through job satisfaction variables have a positive and significant effect 

 

ADVICE 

 Based on the conclusions that have been described, the following suggestions can 

be conveyed as follows: 

1.For the leadership of Abdurachman Saleh Situbondo University 

For the leadership of Abdurachman Saleh Situbondo University, it can be an 

indication of the importance of implementing discipline at this time. High discipline will be 

the best motivation for personal lecturers so that it can build the creativity of lecturers to 

be more creative, innovative and characterized so that it can be applied in various learning 

activities at Abdurachman Saleh University Situbondo. 

 2. For Abduracman Saleh Situbondo University 

The results of this study can be used as one of the bases for developing the Human 

Resource Management (HRM) curriculum, which in turn can increase knowledge and 
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information for the academic community about the importance of applying discipline, 

motivation, leadership style, and job satisfaction in order to improve HR performance. 

3. For other researchers 

The results of this study for other researchers should be used as input to develop 

the latest research models related to HR performance and in accordance with current 

scientific needs. 
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