
International Journal of Learning & Development 

ISSN 2164-4063 

2013, Vol. 3, No. 3 

www.macrothink.org/ijld 1 

The Effect of Organizational Culture 

On Lecturers’ Job Satisfaction and Performance 

(A Research in Muhammadiyah University throughout 

East Java) 
 

Etta Mamang Sangadji 

Departemen of Economic Education 

STKIP PGRI Pasuruan 

Jl. Kihadjar Dewantoro 27-29, Indonesia 

Telp. (0343)421-985, E-mail:sangadji_23@yahoo.com 

 

SOPIAH, 

Dept. Of Management, State University of Malang, 

Jl. Semarang 5, Malang 65145, Indonesia 

Telp. (0341) 552-888, E-mail: sopiahsangadji@ymail.com 

 

Accepted: March 01, 2013   Published: May 09, 2013 

Doi:10.5296/ijld.v3i3.3673      URL: http://dx.doi.org/10.5296/ijld.v3i3.3673 

 

Abstract 

This study aimed to clarify the effect of organizational culture on job satisfaction and 
its impact on lecturers’ performance. The population of the study is the lecturers of the 
Muhammadiyah University throughout East Java namely 1881 people, with random sampling 
it was obtained a sample of 200 people. For collecting data, questionnaires and interviews were 
used. Data analysis techniques applied SEM (Structural Equation Modeling) with the use of 
AMOS software. The results showed that: (1) Organizational culture has positive and 
significant effect on lecturers’ job satisfaction (2) Job satisfaction has positive and significant 
effect on lecturers’ performance (3) Organizational culture has positive and significant impact 
on lecturers’ performance (4) Organizational culture has positive and significant effect to 
lecturers’ performance through job satisfaction. 
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1.Introduction 

The study of the effect of organizational culture on an individual's performance or the 
performance of an organization is always interesting to study. Robbins (2000) suggests the 
attitude or behavior of members of the organization in general is strongly influenced by the 
value system embraced within an organization. According Nimran (1999) organizational 
culture derived from experience, past history, beliefs, values and norms, however, are also 
highly strategic leadership role in establishing the performance of the organization, let alone in 
developing countries. Even the organizational culture is often also derived from the culture of a 
nation and a religion. Weber (2001) states that the advanced and modern Germans in the world 
of industry and economy driven more by Calling culture that originates in the Protestant ethic 
led by Martin Luther leadership which further inspires entrepreneurs to build a modern and 
advanced economic system The essence of the Protestant doctrine is that working is not merely 
an economic activity but more than that he is a man's spiritual needs and goals. Therefore 
laziness is a dangerous threat to man's spiritual. The ethics of this Calfinis then have a 
dominant role in coloring the culture of business and non-business organizations in Germany. 
Subsequently Robert N. Bellah in Madjid (1999) suggested that the advanced and modern 
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Japanese in economic and industry is also affected by national culture (Samurai culture) which 
was later adopted by business organizations to be the culture of business organizations in 
Japan. Bellah suggested a link between the dynamic between Tokugawa religion and the rise of 
Japan's modern economy. Japan's modern economic ethics sourced from ethical Samurai class 
which serves as the backbone of renewal Meiji (1868 -1911). The essence of Samurai culture is 
that (1) organization must not only preoccupied with minor issues, but instead of focusing on 
management of large enterprises (2) once you start a business, rest assured that you will be 
successful (3) do not involve themselves in the business -speculative business (4) execute all 
the business in the spirit of national interest (6) continue to increase the quality of service to the 
buyer (7) work hard, live simply and caring for others (8) use the appropriate personnel (8) 
treat employees well (9) to be hard and firm at the time of starting a business, but be careful and 
detail about business continuity. 

The study of the effect of Islamic culture and ethos as well as commitment to economic 

progress leaders have been conducted by Bobock (in Madjid, 1987) inspired by the study of 

Weber. The study was conducted in East Africa in particular on Muslim immigrants from Indo 

Pakistan. Bocock, studying the role of the Muslim immigrant from Syiah Ismailiah sect, 

especially Indo Pakistan that plays an important role in economic development, pioneering 

crafting trade and industry and dominating financial world. Results of his study concluded that 

the religious spirit is very important in encouraging their work culture. Another study about the 

effect of the Islamic teachings and merchants pioneering (leadership) on economic and 

industrial development is also conducted by Clifford Geertz in Indonesia, in Abdullah (1979) 

which concluded that the economic progress achieved modernist Muslims (Muhammadiyah 

members) in the cities of research, Kota Gede Yogyakarta and Pekalongan concluded the 

presence of equation Islamic ethics and Protestant spirit that animates Islamic merchants who 

succeed as an entrepreneur. Islamic culture has encouraged creating a healthy organizational 

culture, such as discipline, honesty, saving, respect for others and the belief that work is 

worship. Besides hand over or giving is better than the lower hand or begging. 

Recent study on the effects of culture on performance can be seen from the research of 

Daniel Denison of the University of Michigan Business School found a clear relation between 

organizational culture (which is determined by Denison as mission, involvement, consistency, 

and adaptability) and business performance (as noticed from profitability, ROA, sales, market 

share, product development, quality and job satisfaction). In his research for 15 years on more 

than 1,000 companies in the industrial sector and the public sector showed the same 

consistency (Juechter, et.al. 1998). Meanwhile Deal & Kennedy (1982) and Peter & Waterman 

(1982) in Sobirin (1997) who focused their research on American companies emphasize the 

importance of shared beliefs and values to achieve organizational effectiveness. They claimed 

that the success or failure of an organization lies in the absence of a strong culture of the 

organization. The reason: the performance of the individual and organizational performance, 

and how the sense of belonging of the employees toward company can not be properly 

understood except by understanding its culture. Meanwhile, a study conducted by Mercer with 

research object 305 Chief Executive Officer (CEO) of various industries in the USA showed  

that CEOs do not debate the role they played in shaping the culture of the organization (Dessler 

1992). Among them (97%) agree that the value of strong organization, confidence, 

organizational attitudes, attitudes of employees and how the manager works, it is important for 

organizational success. Furthermore 94% agreed that the values of corporate culture is 

influenced by top management. While in education, research tries to reveal the effect of culture 

on satisfaction and its impact on performance has not been done. 

The question is whether the studies conducted above also apply in Indonesia? In this 

study the authors tried to conduct research on the effect of organizational culture on 

lecturers’ job satisfaction and performance at Muhammadiyah University of East Java. As a 

developing country, efforts to improve performance or job satisfaction of organizational 

members both in business and in non-business organizations such as the organization of 
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education is a very important thing to study. There is a strong presumption that 

organizational culture variables greatly affect the performance of a person in an 

organization, this is proved by several studies that the authors have pointed out above. Do 

the results of the study also apply among Muhammadiyah organization especially the 

institutions of higher education? What is meant by organizational culture here is a common 

value system held and developed by members of the organization that distinguishes it from 

other organizations. This value system is a set of main and overall characteristics as the 

culture of organization that represent common perceptions of organization members and 

guides the behavior of both the organization as a whole and in its parts (Robbins, 2003).  

Muhammadiyah University is a Islamic values-based university, therefore 

organizational culture and organizational commitment of university leadership prevailing is 

different from another university organizational culture based on the other value. In 

formulating the college objectives, Muhammadiyah University in general has the aims 

including: (1) produce a noble Muslim scholar, proficient, believing in himself, useful to the 

nation, and charity towards the realization of the main society, just and prosperous blessed by 

Allah SWT (2) promote and develop the science to the development of society and the 

Republic of Indonesia. (Qai'dah of Muhammadiyah Compilation, 2002). The objective of the 

formulation is clear that organizational culture developed in order to achieve these objectives, 

in addition to base itself on modern organizational culture will not be separated from Islamic 

values base. While job satisfaction is: a general attitude of a person toward his work. A person 

with a high level of job satisfaction will demonstrate a positive attitude towards his work 

otherwise if low levels of work satisfaction then he will show a negative attitude on his work. 

Furthermore Robbins (2003), expressed the attitude of employees towards work is a reflection 

of the level of satisfaction he felt from the job. 

In this study the main theoretical basis for organizational cultural variables used the 

theory proposed by Recardo and Jolly (2003) concerned about planning, communication, 

training and development, benefits, decision-making, risk-taking, while the management 

practices of the Islamic perspective of organizational culture theory used is derived from Ali 

Shariati (1999) about the motivation to work, worship order, discipline and appreciate the time 

and Watanabe (2005) about the egalitarian spirit and sincerity. For variables of job satisfaction 

study, the theory used is: Job Description Ifidex theory (JDI) proposed by Wood, et al (1988) 

that there are five aspects of the Job Description Index (JDI) to measure job satisfaction in 

terms of where it should have the attention of the manager JDI to the fifth aspect of job 

satisfaction include: the work itself, the quality of supervision, relationships with co-workers, 

promotional opportunities, and pay. From JDI then combined with the Index of Work 

Satisfaction (IWS), which contains about six aspects to measure the level of job satisfaction (in 

Jernigen III, Beggs, and Kohut 2002). Six aspects include: autonomy, interaction, pay, 

professional status, organizational policies, and task requirements. If both opinions above are 

united then there are 11 sub-variable of job satisfaction that include: policy / administration 

organization, supervision, working conditions, interpersonal relations, salary, job security, job 

performance, responsibility, opportunity to grow / develop, recognition, the work itself. 

Furthermore performance is intended as a result of behavior that is judged by some criterion or 

standard of quality of the work. Martoyo (1994) states that performance is the level of work 

performance of employees and potential employees in their efforts to develop themselves to the 

interests of the company or organization. Simamora (1995), the performance is the level to 

which the employee reaches the job requirements. Bernardin and Russel (1993), performance 

is a record of achievement resulting from a particular job function or activity during a specific 

time period. Moenir (1983), individual performance is the result of a person on the unity of 

time and a certain size. In this study the authors to measure lecturers’ performance using 

performance measures issued by the Director General of Higher Education Ministry DIKNAS 
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Indonesia (2002), which consists of education and teaching, research, social service and other 

supporting activities. 

The reason for the research on the lecturers at the University of Muhammadiyah in East 

Java are: (1) there is still very limited research done in the world of Islamic-based education 

that tries to reveal the effect of organizational culture and leadership commitment to the 

satisfaction and performance. It there has been a research, only adopting established Western 

theories and did not touch or take Islamic values which is actually a real life practice of 

Indonesian society. In this study there is an attempt to mix theories from the West and the 

theories that were born from the conception of Islam (2) Muhammadiyah University in East 

Java experience quite remarkable progress both in terms of quantity and in terms of quality. In 

terms of quantity can be seen from the applying students who go to college is quite a lot, for 

example, at the Muhammadiyah University of Malang, 10 years ago it was very difficult to get 

students. Currently Muhammadiyah University of Malang have started to dare refusing a 

number of students because of high interest. In terms of quality, the number of lecturers who 

holds Professor, Doctoral and Master is also sufficient, learning systems have used 

system-based approach to information management. Based on the interviews conducted by the 

authors with the rector of Muhammadiyah University of Malang and Surabaya argued that 

universities in other parts of East Java also experienced the same progress (3) based on the 

initial study there was information that the lecturers’ performance is quite good at certain 

Muhammadiyah University although the salary is still below standard of salaries and welfare of 

lecturers civil servants, while regarding the level of job satisfaction up to know most of 

lecturers are satisfied with work as it is considered as worship, but on the other hand there are 

also not satisfied with the reasons that the salary received less than adequate. (4) 

Muhammadiyah University is an Islamic values-based college growing besides having modern 

and contemporary organizational culture (5) the progress made by Muhammadiyah University 

in East Java is also not separated from the university administration's commitment in 

implementing the spirit of modern management and spirit of religion (Islam) which teaches the 

commitment of the truth, a commitment to honesty, commitment and desire to be trustful going 

forward. (6) In terms of theory development of this study, in the organizational culture 

variables the authors try to put some sub-variable that inspired by Islamic values with the 

consideration that has been much researches done on organizational culture based on religious 

values have not touched deeply on the things that are fundamental to understand the concept of 

work, such work is worship, work needs sincerity, appreciate the time an application of the 

basic principles of Islam, true and honest and be fair in the works is the demands of Islamic 

culture. 

Based on the research background, the aim of this study was to describe: (1) positive 

and significant effect of organizational culture on lecturers’ job satisfaction (2) positive and 

significant effect of job satisfaction on lecturers’ performance (3) positive and significant 

effect of organizational culture on lecturers’ performance (4) positive and significant effect of 

organizational culture on lecturers’ performance through job satisfaction. 
 

2. Research Methodology 

Design used in this study is an organizational survey through cross-sectional studies. 

The population of this study was all lecturers of Muhammadiyah University throughout 

East Java who have been worked over 3 years in hopes they already understand the 

organizational culture and organizational commitment, namely 1881 persons consisting the 

lecturers Muhammadiyah University of Malang 548 persons, Muhammadiyah University of 

Surabaya 334 persons, Muhammadiyah University of Sidoarjo 285 persons, Muhammadiyah 

University of Gresik 227 persons, Muhammadiyah University of Ponorogo 248 persons, and 
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Muhammadiyah University of Jember 239 persons. 

 By using the formula Fred N. Kerlinger (1998) as follows: 

                 N 

       n = ---------- 

         1 + Ne
2
 

Description: 

n = sample size 

N = size of the population 

e = percentage of inaccuracy (precision) for making mistakes 

       on samples are still tolerated or desired. 

  

With a population size of 1881 and the inaccuracy rate of 7% then the result is 184.81 or 

185. Thus the sample size was 185 persons. However, according to Ferdinand in Zaini Hasan 

(2004) minimum requirement of samples in studies using SEM analysis was 100 to 200, then 

direct sample rounded to 200. Once the sample size is known then to gather data used stratified 

random sampling technique. 

Data were collected using questionnaires and interviews. Data analysis techniques 

applied SEM (Structural Equation Modeling) by using statistical software AMOS. 

 

3.Results 

3.1. Testing Hypothesis H1 

Hypothesis H1 in this study stated that organizational culture significantly influence 

job satisfaction. This hypothesis was statistically associated with the test results 1 which can 

be formulated with statistical hypothesis: 

H0 : 1 = 0 There is no significant effect of organizational culture on job satisfaction 

Ha : 1  0 There is a significant effect of organizational culture on job satisfaction 

 

Table 1. The Result of Hypothesis Test 

of Organizational Culture On Job Satisfaction 

 

One-way Path 
Coefficient 

Regression 

Standard 

Error 

Standard 

Coefficient 
C.R p-value 

Organizational 

Culture 

  
Job Satisfaction 

0,187 0,087 0,181 2,148 0,032 

Sources: Primary data processed (2007) 

 

Regression coefficient gamma (1) 0187 by CR amounted to 2.148 and p-value 0.032 

has proved that the regression coefficients obtained are different from zero, meaning that it has 

a positive and significant effect. The effect of organizational culture on job satisfaction can be 

received up to 0.05 significance level. This coefficient explains that the better the 

organizational culture is formed it will be able to increase job satisfaction. Regression 

coefficients in standard form on this relationship is equal to 0.181. It is thus hypothesis H1 in 

this study stated that organizational culture significantly influencing job satisfaction is 

acceptable. 

 

3.2. Testing Hypothesis H2 

Hypothesis H2 in this study stated that organizational culture significantly affect the 

lecturers’ performance. This hypothesis was statistically associated with the test results 2 
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which can be formulated with statistical hypothesis: 

H0 : 2 = 0  There is no significant effect of organizational culture on lecturers’ 

performance 

Ha : 2  0  There is a significant effect of organizational culture on the lecturers’ 

performance 

 

Table 2 The Result of Hypothesis Test on The Effect of 

Organizational Culture On Lecturers’ Performance 

                      

One-way Path 
Coefficient 

Regression 

Standard 

Error 

Standard 

Coefficient 
C.R p-value 

Organizational 

Culture 

  
Lecturers’ 

Performance 

0,846 0,125 0,552 6,747 0,000 

Sources: Primary data processed (2007) 

 

 

 

Regression coefficient gamma (2) 0.846 with CR 6.747 and p-value 0.000 has shown 

evidence that the regression coefficients obtained are different from zero, meaning that there is 

a positive and significant effect. The effect of organizational culture on lecturers’ performance 

is acceptable up significance level 0.01. This coefficient has been able to explain that the better 

the culture of the organization will be able to improve the performance of the lecturers. 

Regression coefficients in standard form in this connection amounted to 0,552. Thus the 

hypothesis H2 in this study stated that organizational culture significantly affecting the 

performance of the lecturer is acceptable. 
 

3.3. Testing Hypothesis H3 

Hypothesis H3 in this study stated that job satisfaction significantly influence the 

performance of the lecturer. This hypothesis was statistically associated with the test results 

toward 1 which can be formulated with statistical hypothesis: 

H0 : 1 = 0 No significant effect of job satisfaction on lecturers’ performance 

Ha : 1  0 There is a significant effect of job satisfaction on lecturers’ performance  

 

Table 3. The Result of Hypothesis Test on 

The Effect of Job Satisfaction On Lecturers’ Performance 

 

One-way Path 
Coefficient 

Regression 

Standard 

Error 

Standard 

Coefficient 
C.R p-value 

Job Satisfaction 

  
Lecturers’ 

Performance 

0,873 0,138 0,591 6,326 0,000 

Sources: Primary data processed (2007) 
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Coefficient regression beta (1) 0.873 with CR 6.326 and p-value 0.000 (smaller than α 

= 0.05) have shown evidence that the regression coefficients obtained are different from zero, 

meaning that there is a positive and significant effect. The effect of job satisfaction on the 

performance of the lecturers can be accepted at significance level 0.01. This coefficient can be 

explained that job satisfaction is high will be able to improve the performance of lecturers. 

Regression coefficients in standard form on this relationship is 0.591. It is thus the hypothesis 

H3 in this study stated that job satisfaction significantly affecting the lecturers’ performance is 

acceptable. 

 

3.4. Testing Hypothesis H4 

Hypothesis H4 in this study stated that organizational culture has positive and 

significant effect on lecturers’ performance through job satisfaction. 

 

Hypothesis H4 associated with the test results of H1 and H3. Statistically, this 

hypothesis is related to test results toward 1, 1, which can be formulated with a statistical 

hypothesis: 

H0 : (1, 1) = 0  There is no significant effect of organizational culture on lecturers’ 

performance through job satisfaction 

Ha : (1, 1)  0  There is a significant effect of organizational culture on lecturers’ 

performance through job satisfaction and H4 previously obtained results 

that there is a significant effect of organizational culture on both job 

satisfaction and job satisfaction on the performance of the lecturer. It is thus 

H4 which states that organizational culture significantly influence the 

performance of lecturers through job satisfaction in this study can be 

proven. 

 

 
Image. 3.1. The Effect of Organizational Culture 

On Lecturers’ Performance Through Job Satisfaction 

 

Direct and indirect effect of organizational culture on lecturers’ performance can be explained 
in the following table. 

 

 

Table 3.1. The Effect of Organizational Culture 

On Lecturers’ Performance Through Job Satisfaction 

 

Independent Dependent Direct Effect 
Indirect 

Effect 
Total Effect 

Organizational 

Culture 

Job 

Satisfaction 

0,181 - 0,181 

Organizational Lecturers’ 0,552 0,107 0,659 
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Culture Performance 

Job Satisfaction Lecturers’ 

Performance 

0,592 - 0,592 

Sources: Primary data processed (2007) 

 

 

Based on the analysis in the table above can be explained that the direct effect of 

organizational culture on lecturers’ performance 0,552 is far greater than the indirect effect 

through job satisfaction with a value of 0.107. 

 

4. DISCUSSION 

4.1. Cultural Organizations Have Significant Positive Effect On Lecturers’ Job Satisfaction 

Understanding the effect of organizational culture positively and significantly on 

lecturers’ performance is that the better the organizational culture built at Muhammadiyah 

University, the more increasing level of job satisfaction of lecturers. In this study the 

dimensions of cultural constructs that reflect organizational culture construct comprising of 

communication, training and development, benefits, decision-making, risk-taking, planning, 

cooperation, motivation to work, sincerity, discipline and appreciate the time, egalitarian spirit, 

order and carry out worship management practices. While the dimensions of constructs that are 

proven to establish construct of job satisfaction is composed of policy/organizational 

administration, supervision, working conditions, interpersonal relations, salary, job security, 

job performance, responsibility, opportunity to grow / develop, recognition of the work itself. 

Therefore empirically proven that organizational culture with various dimensions of constructs 

has an effect on lecturers’ job satisfaction, therefore the rector should be able to create 

conditions conducive to the growth and development of cultural dimensions of the construct. In 

fact in educational institutions based on Islamic values, the development of organizational 

culture is not enough to just base ourselves on the Western theories, however, the 

organizational culture must also be derived from the values or beliefs of religious adherents of 

the majority of members of the organization. 

The result of the study is actually in line with research findings that conducted by 

Hamida (2001) in research on Islamic financial institution employees Baitul Mal wat Tamwil 

(BMT) in Blitar. Conclusion of the research stated that organizational culture based on Islamic 

values has significant effect on job satisfaction of BMT employees. Recent research conducted 

by Sangadji, (2005) also concluded that there is a significant effect of organizational culture on 

job satisfaction of teachers of economics in Surabaya, Malang and Jember. Dimensions of 

cultural constructs that empirically reflect construct of organizational culture is the orientation 

of results and development of human resources, while the dimensions of job satisfaction 

constructs that reflect the teachers’ job satisfaction is job factors and co-worker relationships. 

Theoretically, this finding is also in line with research findings by Ritchie (2000) which states 

that organizational culture applied in the form of the spread of organizational values is most 

strategic to develop employees’ trust in the organization. Alfiliulahtin (2006) in her research on 

the effect of organizational culture on trust in the organization concluded that culture has 

significant and positive direct effect on lecturers’ trust in the college, in a study conducted at 

private universities in East Java. The results of this study showed that although the dimensions 

of constructs that reflect the organizational culture construct is different in each study, but the 

results of the study concluded that organizational cultural variables continue to have significant 
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effect on employees’ job satisfaction. The results of this study also supports research by 

Watanabe (2005) that suggested some of the prominent features of the prevailing culture within 

the Muhammadiyah organization starting since its inception until now derived from the values 

of the Qur'an and Sunna very encouraging rapid development of Muhammadiyah organization 

compared to another Islamic organizations in Indonesia are: (1) the existence of the spirit of 

renewal, always questioning the substance of an issue whether it be religious or muamalah (2) 

egalitarian spirit, no blue blood culture in the Muhammadiyah organization, thus encouraging 

the organization more easily solving the problem (3) uphold the values of sincerity, simplicity, 

honesty and justice (4) spirit of deliberation (5) always precede rational consideration in 

solving the problem (6) organizational management practices in modern organizations have 

been enforced. The characteristics of modern organizations are: the organization has articles of 

association (AD), Household Budget (ART) and other organizational rules, regularly make 

work program and budget of the Organization program clearly and be clearly accountable (6) 

the presence of mutual respect spirit if occurrence of dissent. It would make the 

Muhammadiyah organization never profit organization to promote this or in the language of 

organizational behavior, organizational culture greatly influence job satisfaction of managers. 

If in the case of colleges, therefore organizational culture deeply affect lecturers’ job 

satisfaction. 

 

4.2. Organizational Culture Has Significant and Positive Effect On Lecturers’ Performance 

The results of empirical analysis suggests that organizational culture does not only 

affect lecturers’ job satisfaction but also directly affects the performance of lecturers. Logical 

consequence of this finding is all the elements involved in the organization of Muhammadiyah 

University shall have the same responsibility to build a healthy organizational culture. The 

more healthy organizational culture will improve lecturers’ performance. Many of the research 

findings conducted elsewhere as done in Indonesia by Sani (2001), Amirudin (2002), Khoirul 

(2002), performed abroad by Hodge & Anthony (1994), Juechter, et.al. (1998). Meanwhile 

Deal & Kennedy (1982) and Peter & Waterman (1982) in Sobirin (1997), states that the better 

the organizational culture of an organization, the better the performance of the members of the 

organization, because the members of the organization to join and want to work in an 

organization actually is not just want to get the financial needs alone, but he wanted to work 

comfortably with the situation, that according to the terms Robbins (2001) is synonymous with 

the culture of the organization. When a person feels uncomfortable in working for the 

organization's culture is not conducive therefore the worst consequences was that he would 

take the fight in the form of apathy, high absenteeism, there is no initiative, the strike will even 

come out the organization and move into the other one although compensation received from 

other organizations is much lower. 

Furthermore Syafii (2005) explained that there is a very distinctive culture that 

encourages rapid growing Muhammadiyah organization including Muhammadiyah 

university, namely (1) the experience and willingness to accept new ideas (2) democratic in 

accepting the views of others (3) have a very big concern on planning, efficiency, visionary 

and belief in upholding justice, such an attitude is growing among traders and middle class 

town that a lot of moving and carrying out Muhammadiyah organization. So it is not wrong 

if the term Tajdid or updates to the main spirit of the Muhammadiyah movement. Tajdid 

according Kuntowijoyo (2002) is an attempt to combine faith and encouraged by the spirit 

of progress purifying timeless values releasing cultural burden attached to the 

institutionalization of the values of Islam and dressed again with new cultural values. The 

use of this value serving as organizational culture in a very progressive Muhammadiyah 

unions can encourage Muhammadiyah youngsters  especially the lecturers to always 

improve self-quality so that its performance be improved. The most current example is in 
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2007 the lecturers of Muhammadiyah University of Malang able to get about 70 research 

grants in the Director General of Higher Education (Java Post, 26 April 2007) 

 

4.3. Job satisfaction has significant positive effect on lecturer’s performance  

The results can be interpreted as the more satisfied a lecturer working in 

Muhammadiyah University the better the performance. The findings of this study support 

research by Rao (1996) that there are some things that can make employees more willing to 

perform the work, as the impact of job satisfaction he gained, namely: (1) the employee will 

work hard if felt necessary by the organization (2 ) employees will work better if they are clear 

about what is expected of them and when they occasionally authorized to change those 

expectations (3) employees will work better if they feel that the organization provides 

opportunities for their performance to be appreciated and rewarded (4) the employee will work 

if they know that the organization provides opportunities to develop and use their abilities as 

far as possible, and (5) the employee would have worked better if they believed and treated 

with respect. Or in other words, employees want to work because they were pleased with his 

work and will further impact on their performance. 

Empirical studies related to job satisfaction was also done by the American National 

Work at The Wyatt Company (Robbins 1996). This study identifies 12 dimensions of job 

satisfaction that influence employee performance, namely: the organization of work, working 

conditions, communication, job performance and the performance of the review, co-workers, 

supervision, management companies, wages, benefits, career development and training, 

content and job satisfaction , as well as corporate image and change. The results of this study 

concluded that subordinates’ job satisfaction is deeply affected their performance, when they 

are not satisfied then their performance decline, they can even lead to stress or frustration. This 

finding also supports the findings of Ery Tri Djatmika (2005) that job satisfaction positively 

influence the behavior of economic school teachers in the city of Surabaya, Malang and 

Jember. And research findings of Rumapea Patar (2005) that the more satisfied a teacher, the 

better the performance of teachers in northern Sulawesi. 

 

4.4. Organizational culture has significant positive effect on lecturers’ performance through 

job satisfaction 

 The result of the study states that organizational culture significantly affect lecturers’ 

performance through job satisfaction. The results are consistent with the findings of 

research conducted by the Church, and Zikic (2004) the suitability of organizational culture 

will be able to reduce the occurrence of conflict, either work-related or related to the 

relationship between the individual, the minimization of conflict in the organization is a 

manifestation of increased job satisfaction employees, they are satisfied with the impact on 

improving their performance. Following that finding Tepeci (2001) revealed that 

organizational culture affect the level of job satisfaction is realized in the form of a desire to 

remain level in the organization, and the willingness to provide the best for the organization 

so as to improve overall organizational performance. So are the findings of Rashid, 

Sambasivan, and Johari (2003) that organizational culture is closely related to employees’ 

satisfaction and significant effect on the achievement of performance. For the sake of the 

future, suitability and transparency of organizational culture plays an important role for the 

success of the organization doing the processes of change, organizational learning, and 

social learning (Rashid, Sambasivan, and Rahman, 2003; Ladd and Heminger, 2002; Ali, 

Pascoe and Warne, 2002). Especially for public organizations, in order to enhance the 

competitive value, it would require an organizational culture that is able to move from 

models of public administration more open, as it has been done by private sector 

organizations so as to encourage the growth and development of employees’ job 
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satisfaction which in turn led to an increase in the performance of members of the 

organization (Parker and Bradley, 2000). 

According to Ouchi (in Ogbor, 2001), organizational culture is a necessary means to 

create a harmonious working relationship in which the values and common beliefs  reduces 

the likelihood of opportunistic behavior. Organizational culture is important because in the 

event of ambiguity, the common values and beliefs will be a regulatory mechanism. From the 

integrative perspective, the prevailing values hold together as cohesiveness binder of 

organization member. Peters and Waterman (in Ogbor, 2001) suggests that organizational 

culture is required to keep in case of ambiguity and paradox. Ogbor (2001) argues that the 

organizational culture who gives a sense of work comfort and trust who high will encourage an 

increase in work behavior through of the high cohesiveness inter-individuals and commitment 

from citizens organizations to do everything on who best for the interests of the organization. 

While the study of Hofstede (in Brooks, 2004 and in Robbins, 2003; Hofstede, 2004) 

suggests that the cultural dimension is very coloring activities including such everyday 

activities in the world of work includes five kinds, namely the level of power distance, 

individualism-collectivism, uncertainty avoidance, masculinity-femininity, as well as the 

notion of time (time horizon). The dimensions of organizational life greatly affect the 

relationships between people, including between superior-subordinate, the intensity of 

personal ties, the treatment of the gender, as well as attention to the dynamics of the time. 

 Mar'at (1992) argues that in broad outline employees' performance is affected by two 
factors, namely: (1) individual factors, and (2) situational factors (organizational culture). Each 
individual has different characteristics, such as physical form, ability, personality, motivation, 
needs, expectations, etc.. This characteristic differences will have an impact on the difference 
in his performance. While on the other hand, the work situation, such as working conditions, 
facilities and infrastructure work, work systems, work culture, leadership style developed in 
the organization, the communication that occurs in the organization, relationship with other 
individuals, all affect on employee performance . Reech (1989) adds that the employee's 
performance can be affected by an individual employee motivation, satisfaction with intrinsic 
and extrinsic rewards, and culture developed by the organization, which in turn affects the 
performance of members of the organization. 

 Each individual has different characteristics, such as physical form, ability, personality, 

motivation, needs, expectations, etc. This characteristic differences will have an impact on the 

difference in his performance. While on the other hand, the work situation, such as working 

conditions, facilities and infrastructure work, work systems, work culture, leadership style 

developed in the organization, the communication that occurs in the organization, relationship 

with other individuals, all affect on employee performance. Reech (1989) adds that the 

employee's performance can be affected by an individual employee motivation, satisfaction 

with intrinsic and extrinsic rewards, and culture developed by the organization, which in turn 

affects the performance of members of the organization 

 To measure employees' performance, there are many ways we can do. For example, Sharif 

(1987) suggests that to measure employee performance should be the quality of work 

(smoothness, accuracy, and cleanliness), the amount of time required, the number of types of 

tools (skills in using a variety of tools), and knowledge of the job. Bernandin and Russel 

(1995), suggests there are six primary criteria that can be used to measure employees’ 

performance, namely: (1) quality, is the extent to which, or the results of the implementation 

process of approaching perfection or close to the expected goals (2) quantity, is the amount 

produced, for example, the amount of dollars, number of units, or the number of cycles 

completed activities (3) timeliness, duration of an activity is completed at a desired time, taking 

into account the number of other outputs as well as the time available for other activities (4) 

cost effectiveness, the magnitude of the use of resources in order to achieve maximum results 

from the loss or reduction of each unit of resource use (5) need for supervision, the employee's 
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ability to perform job functions without requiring the supervision of a supervisor to prevent 

actions that are less desirable (6) interpersonal impact, an employee's ability to maintain 

self-esteem, reputation and ability of cooperation among co-workers and subordinates. 

 According Helriegel and Slocum (1996), each individual is a unique individual who is not 

the same from one individual to another individual. Such differences as the terms of the needs, 

desires, values, attitudes, norms adopted, abilities, interests, talents, interests, hopes, ideals, 

etc. Because of these differences, it is natural that the performance or individual performance 

(employee) may also differ between one individual with another individual. Job characteristic 

is a job trait that limits the responsibilities and challenges. The job characteristics include: (a) 

the type of skills required (2) task identity (c) the individual contribution to the work, (d) 

autonomy, and (e) individual feedback received from their work. Each job or position has 

characteristics different jobs. Consequently each job requires qualified employees 

(competency) different for the office holders or the job. When an employee feel certain 

characteristics of his work requires qualifications which he could not do, then the employee's 

performance will be low. On the other hand for example, when employees feel they have a 

clear autonomy in his job then he will have a low work motivation. Also if the employee does 

not obtain feedback or good feedback from the management after the performance is assessed, 

then the employee’s work motivation will be low. 

 Furthermore Rao (1996) adds that there are some things that can make employees want to 

perform better at work, namely: (1) The employee will work hard if felt necessary by the 

organization (2) Employees will work better if they are clear about what is expected of them 

and if they occasionally authorized to change those expectations (3) Employees will work 

better if they feel that the organization provides opportunities for their performance to be 

appreciated and rewarded (4) Employees will work if they know that the organization provides 

opportunities for develops and as far as possible to use their abilities and (5) The employee 

would have worked better if they believed and treated with respect. Or in other words because 

employees want to work in a good organization culture effect and impact on satisfaction with 

the work itself, which in turn will affect their performance. 

 Because empirically the formulated hypothesis proven therefore college administrators of 

Muhammadiyah should pay more attention to be able to build the various dimensions of 

organizational culture and lecturers’ job satisfaction construct with various dimensions in order 

to be able to encourage the improvement of lecturers’ performance. Job satisfaction is obtained 

as a healthy culture, the culture that built the system should be based on a combination of 

values on the traditional value of the organization and the transcendent value of an organization 

modernity. The values consist of: communication, training and development, compensation, 

decision making, planning, cooperation, motivation to work, sincerity, discipline and 

appreciate the time, egalitarian spirit, order in carrying out worship, practice management. 

While the dimensions of job satisfaction should be seriously considered is the 

policy/organizational administration, supervision, working conditions, interpersonal relations, 

salary, job security, responsibility, opportunity to grow/develop, recognition, work itself.  

 This study also found a direct effect of organizational culture on performance that is 

greater than the indirect effect through job satisfaction on lecturers’ performance. This may 

happen due to a strong presumption that in the dimensions of job satisfaction construct there is 

certain dimensions of job satisfaction namely job performance that did not participate in 

forming the construct of job satisfaction, so that had an impact on the value of the indirect 

effect of organizational culture on lecturers’ performance becomes smaller. Logical 

consequence of this finding is that the college should pay attention to proportional reward for 

lecturers’ performance which can be manifested in the form of the provision of equal 

opportunities for all lecturers to continue their studies at a higher education level or the same 

promotion policies to all lecturers with priority consideration of lecturers’ achievement. 
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Descriptively it is also found out that factors of reward for achievement considered still very 

deficient number in Muhammadiyah University. 

 

5. Conclusion 

The results of the research conclude: (1) There is positive and significant effect of 

organizational culture on lecturers’ job satisfaction (2) There is positive and significant effect 

of job satisfaction on lecturers’ performance (3) There is positive and significant effect of 

organizational culture on lecturers’ performance (4) There is positive and significant effect of 

organizational culture on lecturers’ performance through job satisfaction. 
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