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leadership, work environment, and job satisfaction. Lecturer
performance reflects the competence and progress of higher
education institutions. Poor understanding of competence in lecturer
performance lowers lecturers' societal standing, reducing education
quality. So comprehensive and efficient modeling with analysis is
needed Partial Least Square (PLS). The purpose of this research is
to determine the influence of leadership and work environment on
lecturer performance through job satisfaction. This research was
conducted at the Nahdlatul Ulama Sunan Giri Bojonegoro University
with respondents 58 permanent lecturers who had academic
positions as expert assistants and lecturers using Partial Least
Square (PLS). The research results show that the work environment
has a significant effect on job satisfaction and lecturer performance.
Other variables not contained in the research model, explain
leadership, work environment, and job satisfaction by 34.2% such as
work motivation, competency, organizational culture, and
commitment variables.
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1. Introduction

The digital world continues to experience developments, especially in this era of Society 5.0 where
technology changes the way of communicating and receiving information (Sufiyati et al., 2022). The
development of technology and information has brought new things to various sectors, such as
strengthening the development of human resources (HR) (Ocampo, 2016). HR is seen as one factor
in achieving the success goals of an organization (Christiansen & Chandan, 2017). The organizational
drive in a higher education institution develops better human resource potential through a
management system (Alesani & Hathorn, 2013). Human resources are managed by including
regulation, supervision, maintenance, and empowerment (Nkala, 2022). To achieve reliable human
resources, it is necessary to carry out research in studying human resources in a higher education
institution through lecturer performance based on factors that influence the lecturer’s performance,
so that it becomes an interesting object to research (Stor, 2022).

Higher education is an institution that is consistent in the quantity and quality of human
resources in improving capabilities, management, and development of the world of education (Atikah
& Sa’ud, 2017). Education management uses management principles to produce lecturer performance
that can improve the quality of output that can be absorbed by a workforce with superior competence
(K., 2017). The role of lecturers in a tertiary institution is education and teaching, research,
community service, and main supporting tasks (Siagian, 2022). The development of a tertiary
institution is determined by the quality of its human resources, therefore human resources must be
carefully considered, including the factors that influence increased performance in a tertiary
institution to achieve good performance (Irnawati, 2023). Good lecturer performance can be achieved
with leadership that can educate. Leadership attitudes influence lecturer performance (Rafsanjani,
2014). A leader sets a good example to his subordinates. So that harmony emerges in work (Lestari
& Sipayung, 2019).

One factor in lecturer performance is leadership (Supriadi et al., 2019). Leadership is the ability
of a person's mindset, attitude, knowledge, and skills to influence others so that they can carry out all
orders to achieve common goals (Supriadi et al., 2019). Leadership is also referred to as the
competency to influence other people through verbal and non-verbal communication, as expected by
a leader with awareness who is willing to follow the leader's wishes (Susanto, 2022). Leadership
indicators are power, authority, and ability (Mojosari & Malang, 2018). Power consists of strength
and legality which gives the leader authority to move to do something (Darsono, 2020). Authority is
excellence in ordering other people to obey the leader and be willing to carry out certain actions.
Abilities are strengths and technical skills that are considered to exceed the abilities of ordinary
members (Sufiyati et al., 2022). The function of leadership is pioneering, aligning, empowering, and
role modeling with basic leadership indicators such as character, habits, temperament, and personality
(Lestari & Sipayung, 2019).

Another factor determining the success of lecturer performance is the work environment
(Indrasari et al., 2018). The work environment is a work condition that has physical work aspects,
work psychological aspects, work regulations that influence job satisfaction and performance
achievement (Indrasari et al., 2018). Working conditions are the conditions of the workplace that are
considered good, such as the physical and non-physical environment which gives the impression of
being pleasant, safe and peaceful (Muhammad Rifani, Rustan DM, 2023). If the working conditions
are good and good, it can trigger a feeling of satisfaction in the lecturer which has a positive influence
on the lecturer's performance, as well conversely, if working conditions are bad then the lecturer has
no satisfaction so his performance level decreases (Kristanto et al., 2023) (Sriadmitum et al., 2023).
A work environment in a university that is not conducive will make the lecturer's mental condition
bad, such as being easily stressed, often sick, having difficulty concentrating, thereby reducing
productivity and decreasing lecturer performance (Kristanto et al., 2023). If lecturers like the work

a © Author(s) 2024. Published by Syariah Faculty of Universitas Islam Bandung in cooperation with Asosiasi Pengajar
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environment then they are enthusiastic in carrying out their activities and use their time effectively
so that performance increases (Stor, 2022) (Muhammad Rifani, Rustan DM, 2023). On the other
hand, an inadequate work environment can reduce the performance of lecturers in higher education
(Indrasari et al., 2018).
Job satisfaction is an individual's reaction to the work environment they experience (R ustandi, 2021).
Job satisfaction is positive happiness from the results of job assessments or work experiences (Senia,
2006) (Lubis et al., 2023). The level of job satisfaction is higher when activities match desires in
terms of work aspects (Kristanto et al., 2023) . The attitude of lecturers who are satisfied with their
work is reflected in their work morale, discipline, loyalty and work performance (Indrasari, 2017).
(7] Job satisfaction also explains a person's feelings towards his work. This can be seen in the positive
attitude of lecturers towards work and things they encounter in their work environment (Senia, 2006).
Leadership and the work environment in a university can increase or decrease work productivity if
the increase or decrease in job satisfaction is not significant. This is because job satisfaction is an
indicator of happiness that must be achieved by lecturers at a university. This research aims to explain
(4] (1) the influence of leadership on lecturer performance (2) the influence of the work environment on
lecturer performance (3) the influence of leadership on job satisfaction (4) the influence of the work
environment on job satisfaction (5) the influence of job satisfaction on lecturer performance (6 ) the
influence of leadership on lecturer performance through job satisfaction (7) the influence of the work
environment on lecturer performance through job satisfaction. The results of this research can be used
as material for improving and developing performance lecturer in Universitas Nahdlatul Ulama Sunan
Giri.

2. Literature Review
(10) Lecturers' performance represents the level of success in carrying out their duties and responsibilities,
as well as their ability to achieve the goals and standards that have been set (Muhammad Rifani,
Rustan DM, 2023). Additionally, performance is defined as the quality and quantity of work results
a person achieves while carrying out the duties and responsibilities assigned to them (Rafsanjani,
2014). The Republic of Indonesia Government Regulation Number 37 of 2009 concerning Lecturers
states that lecturers are professional educators and scientists responsible for developing and
disseminating science, technology, and art through education, research, and community service, or
(3] the tri dharma of higher education. Based on this explanation, lecturer performance is the result of
the quality and quantity of work achieved by a lecturer in carrying out his duties by the responsibilities
given to him, such as carrying out tri dharma activities in higher education (Muhammad Rifani,
Rustan DM, 2023). Performance is based on the level of success in carrying out tasks to achieve
predetermined goals. Therefore, we consider performance to be good when we achieve the desired
goal. The lecturer performance indicators observed are the components of research, teaching,
community service, and supporting tasks(K., 2017).

According to (Sufiyati et al., 2022) leadership refers to a person's capacity to motivate others
to collaborate in accomplishing goals and objectives. Leadership is also an effort made by a person
with all his abilities to encourage, mobilize, and mobilize the people he leads so that they are willing
to work with enthusiasm and confidence in achieving their goals. Leadership has styles, namely an
initiating structure and a consideration leadership style (Darsono, 2020). An initiating structure is a
leader’s behavior that is linked to job performance, while a consideration of leadership style is a close
relationship, mutual trust, and mutual attention between leaders and subordinates (K., 2017). Based
on this explanation, leadership is the ability that each lecturer has to influence and mobilize his
subordinates to work more diligently, be diligent, work together, and be responsible for the tasks

00
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given. This is supported by the results of previous research (Indrasari et al., 2018), (Muhammad
Rifani, Rustan DM, 2023).

The work environment is everything around the work that can influence the tasks assigned (Asi
et al., 2021). Universitas Nahdlatul Ulama Sunan Giri, we divide the work environment into two
categories: the physical work environment and the non-physical work environment. The physical
work environment is a physical condition that exists around the workplace and influences lecturers
directly and indirectly (Indrasari et al., 2018). The non-physical work environment is a situation
related to superiors and subordinates or co-workers. Indicators of work environment factors are (1)
apparent positions (2) adequate authority (3) challenging work targets, 4) effective work
communication patterns; (5) Harmonious working relationships; (6) Respectful and dynamic work
climate; (7) Career opportunities; (8) Relatively adequate work facilities (Senia, 2006). The work
environment is also determined by the 6 dimensions of responsibility, coordination, group spirit,
rewards, standards, and organizational clarity. The work environment indicators in this research are
work atmosphere, work calm, and pressure at work (Asi et al., 2021). Based on research (Muhammad
Rifani, Rustan DM, 2023) this indicator is based on the education and teaching system and training
so that lecturers must be able to adapt to the existing work environment in higher education. Based
on research (Rustandi, 2021) explains that job satisfaction is a worker’s positive attitude towards
their work, which raises based on the worker’s assessment of their work situation. Job satisfaction
also describes workers’ feelings, whether they are happy or unhappy, satisfied or not satisfied with
their work, job satisfaction is something that is individual in nature, where each individual has a
different level of satisfaction (Atikah & Sa’ud, 2017). Individuals have different levels of job
satisfaction based on how well their activities align with their desires or emotional responses to
aspects of the work (Rustandi, 2021). Research by (Indrasari et al., 2018) explains that workers'
satisfaction is reflected in their work morale, discipline, and work performance, indicating their
attitude towards being satisfied with their work.

The following is the conceptual framework and research hypotheses that describe the concept
consisting of the variables studied can be described as follows:

LEADERSHIP
JOB LECTURER
SATISFACTION PERFORMANCE
WORK
ENVIRONMENT Figure 1. Research Modelling
Based on Figure 1, there is a conceptual framework and hypotheses that can be formed in this
research :
H1  :leadership has a significant effect on lecturer performance
H2 . leadership has a significant effect on job satisfaction
H3  :work environmentsignificant effect on lecturer performance
H4  : work environmentsignificant effect on Job Satisfaction
H5  :Job satisfaction has an effectsignificanttolecturer performance
H6 . Leadership has a significant influence on lecturer performance through job satisfaction
H7 : The work environment has a significant influence on lecturer performance through job

satisfaction.
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3. Methodology
This research uses secondary data by distributing questionnaires related to performance at Universitas
Nahdlatul Ulama Sunan Giri Bojonegoro. Researchers conducted this study at Universitas Nahdlatul
Ulama Sunan Giri, involving 58 permanent lecturers in the academic positions of expert assistant and
lecturer. This research uses a quantitative approach by testing certain theories by examining the
relationship and influence between variables, such as to determine the influence of leadership and
work environment on the performance of lecturers at Nahdlatul Ulama Sunan Giri Bojonegoro
University (Simbolon, 2017). With a random sampling technique proportional random sampling
(Darsono, 2020). Data collection uses a questionnaire distribution method as closed written
statements whose answers use a Likert measurement scale (Indrasari, 2017). The data analysis
technique in answering the exposure to the influence of leadership and work environment on lecturer
performance uses the method Partial Least Square (PLS) by measuring the direct and indirect
influence of independent variables on intervening and dependent variables (Sriadmitum et al., 2023)
O (Sufiyati et al., 2022). PLS is used to predict and explain latent variables from testing theory, and can
determine the influence of various variables on an object simultaneously with at least one dependent
variable and one independent variable (Yulandri et al., 2023). The PLS stage involves evaluating the
measurement model to prove that the measurement model is valid and reliable. The composite
(6 ) reliability value must be > 0.7. Evaluation of the structural model predicts the relationship between
latent variables based on substantive theory using R-square for endogenous constructs and t-statistic
values from path coefficient testing. In this evaluation there are several indicators that need to be
considered. Coefficient of Determination (R?) (Sihombing et al., 2023).
4. Results And Discussion
Preparation of a Partial Least Square (PLS) model using the PLS software approach in predicting
work leadership and work environment on lecturer performance through job satisfaction at Nahdlatul
Ulama Sunan Giri University. Analysis of the characteristics of respondents in lecturers who have
structural positions at Nahdlatul Ulama Sunan Giri University consists of 58, 29 lecturers and 29
lecturers. the length of a work period of less than 5 years is around 28 with a percentage of 48.3%
and the work period of more than 5 years is around 30 with a percentage of 51.7%. The calculation
results in partial Least Square (PLS) show that the work environment has a significant effect on
lecturer job satisfaction. Overall analysis results in partial Least Square (PLS) can be shown in Figure

2.
3 T - - c
o &@ @::
Figure 2. Research Model Results
a " © Author(s) 2024. Published by Syariah Faculty of Universitas Islam Bandung in cooperation with Asosiasi Pengajar
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Based on Figure 2, we can see that the measurement model for indicators from the leadership,
work environment, job satisfaction, and lecturer performance variables has a factor loading value
greater than 0.5, indicating the validity of these indicators. A valid value shows that the variables of
leadership, work environment, job satisfaction, and lecturer performance have been able to be formed
and explained well by the indicators of these variables. Next, we performed composite reliability

testing in Table 1.
Table 1. Test result Composite Reliability

Composite Reliability

Leadership (X1) 0,867
Work Environment (Xz) 0,885
Job satisfaction (Y1) 0,825
Lecturer performance (Y2) 0,897

Table 1 shows the value composite reliability. The variables of leadership, work environment,
job satisfaction, and lecturer performance have a value of more than 0.7, indicating their reliability.
Researchers can use these variables as a reference for further research. Figure 1 also explains the
contribution value of leadership and work environment to job satisfaction of 0.199. The contribution
of job satisfaction value to performance is 0.179. We can conclude that leadership and work

(7] environment influence lecturer performance through job satisfaction by 34.2%, while the remaining
65.8% is explained by other variables not included in the research model, such as work motivation,
competency, organizational culture, and commitment (Siagian, 2022) (Senia, 2006). Furthermore, the
results of the presentation of leadership, work environment on performance through job satisfaction
are listed in Table 2.

Table 2. Partial Least Square (PLS)

Hypothesis Direct and indirect Coefficient significance Inf .

influence nformation

1 X1 Y -0,014 0,927 Not significant

2 X1 —=Ys -0,239 0,147 Not significant

3 XY 0,449 0,003 Significant

4 Xo—Y2 0,454 0,018 Significant

5 Y1—Ys -0,197 0,269 Not significant

6 Xi=»Y:i—-Y> 0,028 - Not significant

7 Xo—->Y1—-Y2 -0,088 - Not significant

Based on table 2, explains the testing of direct and indirect effects on lecturer performance. The
indirect effect coefficient is obtained by multiplying the two direct effects. The first hypothesis shows
a coefficient value of -0.014, which has a significance value of 0.927, which is greater than alpha
0.05, indicating that there is not enough evidence of the influence of leadership on job satisfaction.
Leadership indicators applied include monitoring, delegating, developing, and guiding, as well as
work networks. This research is not consistent with_(Rustandi, 2021) explaining that leadership
depends on job satisfaction, leadership indicators to foster new ideas, work motivation, and providing
creative solutions. The second hypothesis explains that the coefficient value of -0.239, which has a
significance value of 0.147 greater than alpha (0.05), leads to the conclusion that there is no
significant influence of leadership on the job satisfaction of lecturers at Nahdlatul Ulama Sunan Giri
University. This leadership hurts reducing lecturer performance because lecturers have structured
work that they routinely carry out every semester, such as teaching, research, community service, and
attending seminars as speakers, so they do not require leadership(Sufiyati et al., 2022). The results of
this research are consistent (Lestari & Sipayung, 2019) stating that there is no significant influence

a © Author(s) 2024. Published by Syariah Faculty of Universitas Islam Bandung in cooperation with Asosiasi Pengajar
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of leadership on lecturer performance. There is not enough evidence that leadership style has a
significant role in supporting and improving lecturer performance. The research results are also in
line with (Simbolon, 2017) that a leader can transform his subordinates through four things, including
motivation and inspiration, which are not explained in this research (Siagian, 2022) also supports this,
stating that building motivation is an indicator of good leadership enhances communication, and
fosters insight. The indicators in this research related to leadership are monitoring, delegating,
developing, and guiding, as well as work networks. The results of this research are not consistent with
the research (Muhammad Rifani, Rustan DM, 2023), (Darsono, 2020), (Mojosari & Malang, 2018).
which states that the influence of leadership is positive and significant on lecturer performance. This
indicates that if a lecturer’s leadership is good, it will improve the lecturer's performance in the higher
education environment.

Based on the third hypothesis, we can conclude that there is sufficient evidence to support a
significant influence of the work environment on job satisfaction, as the significance value of 0.03 is
smaller than alpha 5%. This value shows that the lecturer’s comfort level in the work environment
increases, the higher the lecturer’s job satisfaction. And conversely, if the lecturer’s comfort level in
the work environment is lower, the lower it will be. A pleasant work environment makes a lecturer
feel comfortable and feel job satisfaction. This research is consistent with_(Lofian, 2013), (Indrasari

(18] et al., 2018) showing the significant and positive influence of the work environment on job
satisfaction. Hypothesis 4 explains the influence of the work environment on the performance of
lecturers at Nahdlatul Ulama Sunan Giri Bojonegoro University. The research results with a
coefficient value of 0.449 prove that the work environment has a positive and significant effect on
lecturer performance. This research is consistent (Muhammad Rifani, Rustan DM, 2023) (Indrasari
et al., 2018) that indicators of work environment variables such as calmness and work pressure and
relationships between lecturers increase, then lecturer performance will increase (Asi et al., 2021).

The fifth hypothesis states that job satisfaction does not have a proven influence on the
performance of Nahdlatul Ulama Sunan Giri Bojonegoro University. The value of job satisfaction on
performance is -0.19. This indicates that there is no proof that job satisfaction acts as an intervening
factor in lecturer performance. Statistics with a significance value of 0.269 support this result, which
is greater than alpha 5%. The decline and rise in lecturer performance can also be determined apart
from satisfaction factors, such as work motivation and work loyalty. This research contradicts the
findings of (Gani et al., 2021), (Gamal et al., 2018) that job satisfaction has a high correlation with
lecturer performance according to (Farla et al., 2018). Hypothesis 6 explains that leadership is not
proven to have an influence on lecturer performance through job satisfaction (Farla et al., 2018). an
increase in someone's satisfaction positively affects their performance, or vice versa. The results of
this research from multiplication show no influence of leadership on lecturer performance and it has
not been proven that job satisfaction influences lecturer performance. This research is consistent with
(Sufiyati et al., 2022) that if leadership factors have a good influence, then lecturer performance will
increase by 0.028 provided that job satisfaction influences the lecturer’s performance. Leadership at
Nahdlatul Ulama Sunan Giri University supervises the tasks given to lecturers, provides motivation
and support to lecturers involved in teaching, research, community service, and supporting activities,
and awards activities from leadership for work that has been completed. This leadership will increase
lecturer satisfaction in their work and ultimately trigger lecturers to improve lecturer performance by
developing themselves by carrying out TRIDARMA for higher education lecturers. Based on the

(16 seventh hypothesis, explains the influence of the work environment on lecturer performance through
job satisfaction. The work environment has a positive effect on lecturer performance through job
satisfaction. This has implications for work environment indicators such as work atmosphere, work
pressure, and work calm. Based on Table 2, the coefficient value is obtained-0.088 is the product of
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the influence of the work environment on lecturer performance and job satisfaction on lecturer
performance. The influence of the work environment on performance through job satisfaction. If the
environmental conditions are comfortable, the workplace is calm and the relationship between
lecturers is good, the performance of Nahdlatul Ulama Sunan Giri University lecturers will improve
in the development of TRIDARMA Higher Education and the impact on job satisfaction factors will
increase. Results This research is not consistent with (Gamal et al., 2018) that if the work environment
is comfortable and calm, lecturer performance will increase and influence factors in increasing job
satisfaction in the higher education environment.

5. Conclusion

Based on the results of research and discussions that have been presented, overall leadership and job
satisfaction have a negative impact on lecturer performance because there are other factors such as
fostering new ideas, work motivation and providing creative solutions and lecturers have structured
work that is routinely carried out every semester. for example teaching, research, community service
and attending seminars as a speaker so that leadership is not required. The work environment and job
satisfaction have a positive and good impact on lecturer performance. If the environmental conditions
are comfortable, the workplace is calm and the relationship between lecturers is good, then
performance and job satisfaction at Nahdlatul Ulama Sunan Giri will increase. The contribution value
of lecturers' performance is influenced by leadership, work environment and job satisfaction by
34.2%, while the remaining 65.8% is explained by other variables not contained in the research model
such as work motivation, competency, organizational culture and commitment variables. Further
research can develop indicators of work loyalty and work motivation in increasing the work
productivity of lecturers in the fields of education, research and community service in improving the
quality of Universitas Nahdlatul Ulama Sunan Giri.

Author contribution statement

Ifa Khoiria Ningrum was responsible for designing the study and conducting the experiments, while
Nur Mahmudah analyzed the data and wrote the manuscript. Mohd Shahid Azim bin Mohd Saufi
provided critical revisions and ensured the accuracy of the final draft

Acknowledgements

The Research team would like to thank LPPM Universitas Nahdlatul Ulama Sunan Giri with Contract
Number 126/SKt/LPPM/071088/11/2024 for providing financial support in carrying out research
activities under the National competitive scheme.

References

Alesani, D., & Hathorn, M. (2013). Human resources management. In Management of International
Institutions and NGOs: Frameworks, Practices and Challenges.
https://doi.org/10.1177/088636879202400423

Asi, L. L., Gani, A.,, & Sukmawati, S. (2021). Pengaruh Budaya Organisasi, Motivasi Kerja,
Lingkungan Kerja Terhadap Komitmen Organisasional Dan Kinerja Dosen Universitas Negeri
Gorontalo. Journal of Management Science (IMS), 2(1), 01-24.
https://doi.org/10.52103/jms.v2i1.295

Atikah, C., & Sa’ud, U. S. (2017). Analisis Pengaruh Kepemimpinan Ketua Jurusan, Motivasi Kerja,
Kompensasi Dan Kepuasan Kerja Terhadap Kinerja Dosen. Jurnal Administrasi Pendidikan,
12(1), 47-64. https://doi.org/10.17509/jap.v22i1.5919

Christiansen, B., & Chandan, H. C. (2017). Handbook of Research on Organizational Culture and

© Author(s) 2024. Published by Syariah Faculty of Universitas Islam Bandung in cooperation with Asosiasi Pengajar
dan Peneliti Hukum Ekonomi Islam Indonesia (APPHEISI)
ZI turnitin Page 12 of 14 - Integrity Submission Submission ID trn:oid:::1:3211356938


https://doi.org/10.29313/amwaluna.v6i2.3557

z"-.l turnltln Page 13 of 14 - Integrity Submission Submission ID trn:oid:::1:3211356938

Ifa Khoiria Ningrum, Nur Mahmudah' Mohd Shahid Azim bin Mohd Saufi : The Influence of Leadershipand 381
Work Environment on Lecturer Performance Through Job Satisfaction

Diversity in the Modern Workforce. In Handbook of Research on Organizational Culture and
Diversity in the Modern Workforce. https://doi.org/10.4018/978-1-5225-2250-8

Darsono, Y. (2020). Pengaruh Gaya Kepemimpinan Dan Motivasi Kerja Terhadap Kinerja
Karyawan. Jurnal Health Sains, 1(3), 288-302. https://doi.org/10.46799/jsa.v1i3.66

Farla, W., Zen, K., & Diah, Y. (2018). Karakteristik Biografis dan Pengaruhnya Terhadap Kinerja
Individual yang dimediasi oleh Kepuasan Kerja. Jurnal Manajemen Dan Bisnis Sriwijaya, 15(2),
88-95. https://doi.org/10.29259/jmbs.v15i2.5696

Gamal, N. L., Taneo, S. Y. M., & Halim, L. (2018). Job Satisfaction As a Mediation Variable in the
Relationship Between Work Safety and Health (K3) and Work Environment To Employee
Performance. Jurnal Aplikasi Manajemen, 16(3), 486-493.
https://doi.org/10.21776/ub.jam.2018.016.03.13

Gani, N. A, Utama, R. E., Jaharuddin, & Andry, P. (2021). Perilaku Organisasi Pdf (Issue May).
https://www.researchgate.net/publication/351880570

Indrasari, M. (2017). The Effect Of Organizational Culture, Environmental Work, Leadership Style
On The Job Satisfaction And Its Impact On The Performance Of Teaching In State Community
Academy Bojonegoro. Sinergi: Jurnal Ilmiah Illmu Manajemen, 7(1), 58-73.
https://doi.org/10.25139/sng.v7i1.30

Indrasari, M., Syamsudin, N., Purnomo, B. R., & Yunus, E. (2018). Pengaruh Budaya Organisasi,
Lingkungan Kerja, Gaya Kepemimpinan Terhadap Kepuasan Kerja Serta Dampaknya Terhadap
Kinerja Dosen. Jurnal Akademika, 16(1), 50-59.

Irnawati, W. (2023). Model Manajemen Strategik Pengembangan Kinerja untuk Meningkatkan
Produktivitas Dosen pada Perguruan Tinggi Swasta. Journal of Education and Teaching (JET),
4(2), 233-251. https://doi.org/10.51454/jet.v4i2.228

K., P. S. (2017). Pengaruh Kepemimpinan Terhadap Kinerja Dosen Di Perguruan Tinggi. Jurnal
Manajemen, 19(1), 47. https://doi.org/10.24912/jm.v19i1.104

Kristanto, A., Nurdin Latif, & Yusram Adi. (2023). The Influence of Tenure of Service Rewards, Job
Satisfaction, and Work Environment on the Performance of Regional Inspectorate Employees
in Kolaka Regency, Southeast Sulawesi Province. Jurnal Economic Resource, 6(1), 103-111.
https://doi.org/10.57178/jer.v6i1.559

Lestari, A., & Sipayung, S. M. N. (2019). Pengaruh Kepemimpinan Ketua UPPM Terhadap Kinerja
Dosen Bidang Penelitian dan Pengabdian Masyarakat. Seminar Nasional Sains Dan ..., 14-24.
http://prosiding.seminar-
id.com/index.php/sensasi/article/view/259%0Ahttp://prosiding.seminar-
id.com/index.php/sensasi/article/download/259/252

Lofian, B. (2013). Pengaruh Motivasi Kerja, Kepemimpinan Dan Budaya Organisasi Terhadap
Kepuasan Kerja Melalui Kinerja Dosen Pada Perguruan Tinggi Di Jepara. 11.

Lubis, A., Effendi, I., Rosalina, D., & Murad, M. (2023). Amwaluna : Jurnal Ekonomi dan Keuangan
Syariah Exploration Of Social Exchange Theory : Costumer Loyalty with Trust and Satisfaction
As Intervening in Islamic People ’ s Financing Banks ( BPRS ).

Mojosari, J., & Malang, K. (2018). PENGARUH GAYA KEPEMIMPINAN DAN MOTIVASI
KERJA TERHADAP KINERJA DOSEN WALDA ISNA NISA Fakultas Psikologi dan IImu
Pendidikan (FPIP) Unira Malang. Jurnal Idaarah, 11(2), 155-167.

Muhammad Rifani, Rustan DM, A. F. (2023). Pengaruh gaya kepemimpinan, lingkungan kerja dan
disiplin kerja terhadap kinerja dosen pada pendidikan vokasi di politeknik ilmu pelayaran
makassar. Sparkling Journal of Management, 1(4), 428-441.

Nkala, B. (2022). Transformational Human Resources Management in Zimbabwe. In
Transformational Human Resources Management in Zimbabwe. https://doi.org/10.1007/978-

© Author(s) 2024. Published by Syariah Faculty of Universitas Islam Bandung in cooperation with Asosiasi Pengajar
dan Peneliti Hukum Ekonomi Islam Indonesia (APPHEISI)
z"-.l turnitin Page 13 of 14 - Integrity Submission Submission ID trn:oid:::1:3211356938



z"-.l turnltln Page 14 of 14 - Integrity Submission Submission ID trn:oid:::1:3211356938

382 Amwaluna: Jurnal Ekonomi dan Keuangan Syariah  ISSN: 2540-8402 (online), 2540-8399 (print)
Volume 8 Issue 2, July 2024 DOI: https://doi.org/10.29313/amwaluna.v6i2.3557

981-19-4629-5

Ocampo, C. L. P. (2016). Engagement and retention: Essentials of employee and labor relations. In
Handbook of Human Resources Management. https://doi.org/10.1007/978-3-662-44152-7 58

Rafsanjani, M. A. (2014). Pengaruh Masa Kerja dan Beban Mengajar Terhadap Kinerja Profesional
Dosen Program Studi Pendidikan Ekonomi, FKIP Universitas Islam Riau. Ekuitas: Jurnal
Pendidikan Ekonomi, 2(1), 66—71. https://doi.org/10.23887/ekuitas.v2i1.12780

Rustandi, D. (2021). ... Kepuasan Kerja Serta Implikasinya Pada Kinerja Dosen Yang Dimoderasi
Oleh Penerapan Teknologi Informasi Dan Komunikasi (Tik) .... 8(1), 179-194.
http://repository.unpas.ac.id/id/eprint/53704

Senia, L. (2006). Pengaruh Masa Kerja, Trait Kepribadian, Kepuasan Kerja, Dan Iklim Psikologis
Terhadap Komitmen Dosen Pada Universitas Indonesia. Makara Human Behavior Studies in
Asia, 10(2), 88. https://doi.org/10.7454/mssh.v10i2.33

Siagian, R. N. (2022). Pengaruh Gaya Kepemimpinan, Kompetensi, dan Motivasi Kerja Dosen
terhadap Kinerja Dosen FKIP di Universitas Simalungun Pematangsiantar. MUKADIMAH:
Jurnal Pendidikan, Sejarah, Dan limu-1imu Sosial, 6(1), 8-15.
https://doi.org/10.30743/mkd.v6i1.4976

Sihombing, N. S., Simbolon, S., Susanto, A., & Tarigan, S. A. (2023). Amwaluna : Jurnal Ekonomi
dan Keuangan Syariah E-Service Quality And E-Trust Toward Online Shop Customers E-
Loyalty : Satisfaction as Mediation.

Simbolon, S. (2017). Pengaruh Kepemimpinan Visioner, Motivasi, dan Kompetensi terhadap Budaya
Kerja dan Komitmen serta Implikasinya pada Kinerja Dosen. Kontigensi: Jurnal Ilmiah
Manajemen, 5(2), 87-97. https://doi.org/10.56457/jimk.v5i2.42

Sriadmitum, 1., Sudarno, & Nyoto. (2023). Leadership Style, Work Environment, and Compensation
on Job Satisfaction and Teacher Performance. Journal of Applied Business and Technology,
4(1), 79-92. https://doi.org/10.35145/jabt.v4i1.122

Stor, M. (2022). Human Resources Management in Multinational Companies. In Human Resources
Management in Multinational Companies. https://doi.org/10.4324/9781003357087

Sufiyati, S., Dewi, S. P., & Susanti, M. (2022). Pengaruh Gaya Kepemimpinan Terhadap Kinerja
Dosen Melalui Mediasi Kepuasan Kerja. Jurnal Bina Manajemen, 11(1), 290-312.
https://doi.org/10.52859/jom.v11i1.261

Supriadi, D., Moeis, N., & . D. (2019). Pengaruh Motivasi Kerja Dan Kepemimpinan Terhadap
Kinerja Dosen Stmik Kharisma Karawang. Jurnal Manajemen & Bisnis Kreatif, 4(2), 43-65.
https://doi.org/10.36805/manajemen.v4i2.529

Susanto, E. (2022). Pengaruh Kepemimpinan terhadap Kinerja Dosen Bersertifikasi. Edukatif :
Jurnal llmu Pendidikan, 4(6), 7851-7857. https://doi.org/10.31004/edukatif.v4i6.4247

Yulandri, E., Hertina, D., & Asih, V. S. (2023). Amwaluna : Jurnal Ekonomi dan Keuangan Syariah
Tobin ’s Q Modeling Through the Du Pont System Financial Performance Method Using SEM-
PLS Tobin ’s Q IDXHIDI2(.

© Author(s) 2024. Published by Syariah Faculty of Universitas Islam Bandung in cooperation with Asosiasi Pengajar
dan Peneliti Hukum Ekonomi Islam Indonesia (APPHEISI)
ZI turnitin Page 14 of 14 - Integrity Submission Submission ID trn:oid:::1:3211356938


https://doi.org/10.29313/amwaluna.v6i2.3557

