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This study seeks to analyse the role of factors that can improve the 
performance of lecturers through competence, motivation, job 
satisfaction and OCB, who teach at merchant colleges using 
quantitative methods and models tested using samples taken from 
several lecturers, who teach at merchant colleges in Indonesia, by 
using multiple regression analysis and AMOS 21 software as a data 
analysis tool. The results of the study were obtained as follows: The 
results show that the variable competence, motivation, and job 
satisfaction have a positive and significant impact on performance 
variables. This research also managed to show the positive and 
significant relationship between the variables of competence, job 
satisfaction and motivation to OCB variables. This study focuses on 
lecturers' competence process, motivation, job satisfaction and OCB 
influence on their performance. So the future study enables to add 
other variables which are not used in this study to try to explain the 
impact of lecturers' performance, variables which are enabled to be 
used for future studies such as: transformational leadership, 
interpersonal communication, organisation culture, and lecturer’s 
commitment.  
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Introduction 
 
To improve the quality of education is a major agenda item for education in Indonesia. 
Achieving good quality education must not be separated from the role of various parties, one 
of them is the role of the lecturer. The lecturer is an important component in delivering  
education since they are in charge of teaching, training, researching, developing, managing, 
and providing technical service on the educational sector. 
 
Higher education is defined as education that is executed after secondary education, including 
diplomas, bachelors, masters, specialist and doctoral degrees organised by the college. Higher 
education is a source of innovation and solutions for the nation's growth and development 
along with current development (Kemendikbud, 2007: 5). Higher education has a function to 
contribute to sustainable development and the development of society as a whole (UNESCO 
in Ministry of Education and Culture, 2007:5). On the other hand, according to it’s other 
function as an education institution, higher education must has several identities which 
should be kept; as a pillar to find the truth, in this case education institutions implement Tri 
Dharma College TDC (teaching, researching, society dedicating) and also serve as a pillar of 
the search for truth and the source of society’s morale. In order to realise the vision and 
mission of higher education institutions, the human resources must be developed. One 
element of human resources at higher education institutions is the lecturer who is in charge of 
transforming science and developing knowledge. (Law No. 14 year 2005 on Teachers and 
Lecturers). Nowadays with the demand of developing science and functions, the lecturer is 
required to have good performance that is related to College Tri Darma (lecturer workload): 
Education and Teaching, and Research and Society serving. The reflected ability of the 
lecturer is mentioned as Performance; performance is not only determined by the ability of 
the lecturer but also environmental conditions. Based on field research by the researchers, it 
was found that the lecturer’s performance in Merchant Marine Institute under the 
Transportation Department, is low and some problems are found. The issue obstructing the 
development of lecturer’s that like most behaviours, there is no single cause of OCB. It is 
subject to multiple antecedents. Although there are many studies that identified the factors 
that promote or enhance the OCB in various organisations, very few studies examined the 
OCB among school teachers. The OCB consists of: Cooperating with others, Protecting the 
organisation, Volunteering constructive ideas, Self-training, and Maintaining a favourable 
attitude toward the company (Podsakof, et al., 2000). Research by Podsakoffet al.(2000) 
suggests that competency is a lack of the lecturer’s motivation on campus, either intrinsic 
motivation or extrinsic motivation, which affects lecturer’s performance, such as: (1) The 
lecturer is not fully concentrated on his duty, (2) The reason the lecturer doesn’t teach in the 
classroom is unclear, (3) The lecturer comes late in implementing the teaching and learning 
activities in the classroom, (4) There is high level of lecturer’s absences at the office each 
month, (5) completion of  the tasks that assigned to lecturer is not given in an appropriate 
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deadline, for example is as a delivery of Middle Semester Exam and Final Examination 
Semester test score should be collected in one week after the exam, but in reality it takes 
more than two weeks or even more than one month that the test score is being submitted. It 
leads to a barrier in service to students who need score transcripts, (6) There is lack of 
independence or group’s research conducted by the lecturer as one of the conditions to fulfill 
credit points, (7) There is lack of the lecturer involved in science journal writing or science 
articles either to be published or unpublished; they have difficulties in writing scientific 
articles/journals due to not being accustomed to doing scientific writing, (8) The lecturer’s 
workload makes them feel burdened because they are given additional tasks by the 
institutions. The lecturer’s ability in performing his duty for implementing TDC is fully 
expected, in line with this lecturer’s performance which needs to be researched. The 
lecturer’s performance according to the theory of organisation behaviour that is proposed by 
Stephen Robbin is at the individual level; the performance is influenced by motivation and 
ability (Robbins, 2002:53). 
 
The hypothesis in this research are as follows: 
1. The lecturer’s competency affects the lecturer’s performance. 
2. The lecturer’s job motivation affects the lecturer’s performance 
3. The lecturer’s job satisfaction affects the lecturer’s performance. 
4. The lecturer’s OCB affects the lecturer’s performance 
5. The lecturer’s competency affects the lecturer’s OCB. 
6. The lecturer’s motivation job affects the lecturer’s OCB. 
7. The lecturer’s job satisfaction affects the lecturer’s OCB. 
 
Methods 
 
The method used in this research was the survey method with the quantitative research 
approach. This type of survey research focused on disclosure of causal relationships between 
variables. The dependent variable in this study was marine higher education lecturer’s 
performance which are the competence, motivation and job satisfaction of the lecturer and 
one intervening variable of OCB of merchant college lecturers in Indonesia. Data on 
variables lecturer competence, motivation, job satisfaction, OCB and performance of 
lecturers were collected by questionnaires which have been prepared based on the indicators 
of each variable to the  merchant college lecturers in Indonesia. 
 
The population in this study are all lecturers in both public and private Marine higher 
education in Indonesia, who have worked at least 3 years and the minimum educational S2 
according to the S1 subject taught. The available population numbered 220 people, and the 
number of the marine higher education lecturers’ sample in this study amounted to 200 
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people. Sampling refers to the use of analysis with SPSS (Ghozali, 2008:13). The technique 
refers to the presentation proportional to the number of marine higher education lecturers. 
 
Results and Discussion 
 
Results 
 
Figure 1. Full Model SEM 
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Index Feasibility Testing Full Model SEM and Hypothesis Testing Full Model SEM 
 
Table 1 

 
Chi-Square = 105.118; Probability =.174; CMIN/DF =1.325; GFI =.954; AGFl=.988; TLI =.990; 
CFI =.932; RMSEA =.07 
 
Table 2 
   Estimate S.E. C.R. P 
F4 <--- F3 0.641 0.455 1.164 0.0000 
F4 <--- F1 0.982 0.932 3.741 0.0000 
F4 <--- F2 0.655 0.514 1.626 0.0000 
F5 <--- F3 0.699 0.318 1.454 0.0000 
F5 <--- F2 0.928 0.563 2.049 0.0000 
F5 <--- F4 0.950 0.838 1.213 0.0000 
F5 <--- F1 0.981 0.847 2.210 0.0000 
X11 <--- F1 1.000    
X12 <--- F1 0.681 0.192 8.762 0.0000 
X13 <--- F1 0.533 0.121 4.405 0.0000 
X14 <--- F1 1.553 0.178 8.717 0.0000 
X24 <--- F2 1.000    
X23 <--- F2 0.284 0.151 1.885 0.0000 
X22 <--- F2 0.116 0.112 10.001 0.0000 
X21 <--- F2 0.127 0.114 9.851 0.0000 
X34 <--- F3 0.000    
X33 <--- F3 0.424 0.197 7.217 0.0000 
X32 <--- F3 0.217 0.171 7.135 0.0000 
X31 <--- F3 0.157 0.120 7.146 0.0000 
X41 <--- F4 1.000    
X42 <--- F4 0.350 0.052 3.005 0.0000 
X43 <--- F4 0.967 0.342 2.829 0.0000 

Goodness of fit Index Cut -off Value Results 
Analysis 

Evaluation 
Model 

X2 Chi-Square Expected to be small 105.118 Good 
Signifance Probability ≥ 0.05 0.174 Good 
RMSEA ≤ 0.08 0.075 Good 
GFI ≥ 0.90 0.954 Good 
AGFI ≥ 0.90 0.988 Good 
CMIN/DF ≤ 2.00 1.325 Good 
TLI ≥ 0.90 0.990 Good 
CFI ≥ 0.90 0.932 Good 
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X44 <--- F4 0.729 0.298 2.444 0.0000 
Y1 <--- F5 1.000    
Y2 <--- F5 0.145 0.127 8.999 0.0000 
Y3 <--- F5 0.977 0.099 9.832 0.0000 
Y4 <--- F5 0.236 0.122 10.093 0.0000 
X45 <--- F4 0.718 0.256 2.807 0.0000 

 
Discussion 
 
1. The competence of the lecturers has a positive and significant effect on the performance 

of lecturers. Thus, the competence of the lecturer is the most important variable in 
improving the performance of lecturers. The results are consistent with (Delamare Le 
Deist & Winterton, 2005; and Youn, Stepich, & Cox, 2006) which shows competence 
affects performance. The findings in this study also support the results of research 
conducted by Harycoon Angmalisang (2011) and Hamidi and Sri Indrastuti (2012) which 
states that the competencies possessed by a lecturer have a positive influence significant 
to the performance of lecturers. This means that, the competence of lecturer is reflected in 
the level of understanding of teaching materials, the ability to understand concepts and 
linkages with other sciences, the mastery of the steps in the research, critical analysis to 
explore the teaching materials and finding  solutions to problems faced, plays an 
important role in order improve the quality of learning performance, both in terms of 
mastery of instructional materials as well as the ability to manage learning and a 
commitment to doing a good job (Hamidi and Sri Indrastuti, 2012) . The good 
competence of the lecturer means the lecturer has had a mastery of theory, principles, 
strategies and techniques of education and teaching as well Suwiyadi (2016).  

2. Results of testing the second hypothesis shows that there is positive and significant 
correlation between work motivation lecturer on the performance of the lecturer in marine 
higher education. It supports research conducted by Suwiyadi (2016) previously made to 
the lecturer or marine higher education, and these findings also support research 
conducted by (Kadzamira, 2006). The study's findings also support the research that has 
been done before, that there is a positive relationship between job motivation of teachers 
with teacher performance (Adeyinka, et al, 2013; Robbins, Judge, and Sanghi, 2005). 
These findings also support the research that teacher performance is influenced by the 
work motivation of teachers, if the performance increase will affect the value of the 
students' level of achievement (Mustafa and Othman, 2010). Performance and motivation 
are something that constantly interact. Performance is the embodiment of behavioural 
dimensions, while motivation is the internal dimension of a person's behaviour. 
Therefore, job performance is that function which is based on motivation. There should 
be motivation in schools to have a better lecturer’s job performance.  

3.  Results of testing the third hypothesis shows that there is positive and significant 
correlation between job satisfaction  on the performance of lecturers in the marine higher  
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school. This confirms, in the higher maritime school  lecturers’ setting, the higher the job 
satisfaction, the higher the performance, and, the lower the job satisfaction the lower the 
lecturer’s performance . Spector (2010) stated that job satisfaction is an attitude reflecting 
how people feel about the work as a whole as well as various aspects of the job. Job 
satisfaction is an emotional state of a lecture in the context of the scope of work that can 
encourage and motivate teachers to work. Thus, teachers having higher job satisfaction 
will tend to display higher performance level in performing their duties. With discovered 
facts and data in the analysis of this study, this further supports previous research 
regarding the existence of a positive relationship between job satisfaction and OCB. The 
research result supports other research that was done by Koys (2001), Yoon and Suh 
(2003), Begum (2005), Gonzales and Garazo (2006). The satisfaction of a job, salary, 
promotion, relation with colleagues and the leader’s surveillance will affect the teacher’s 
performance. This opinion is supported by the research of Bastian (2012) which 
mentioned job satisfaction has a positive and significant affect on the teacher’s 
performance. If the satisfaction of the teacher is increasing, then the lecturer’s 
performance will be increased. hasil penelitian ini mendukung penelitian yang dilakukan 
oleh Koys (2001), Yoon and Suh (2003), Begum (2005), Gonzales and Garazo (2006) . 
The satisfaction of a job, salary, promotion, relation with colleagues and the leader’s 
surveillance will affect the teacher’s performance. This opinion is supported by the 
research of Bastian (2012) which mentioned job satisfaction has a positive and significant 
effect on the teacher’s performance. If the satisfaction of the teacher is increasing, then 
the lecturer’s performance will be increased.. Keeping in mind that the strength of any 
country lies on the youth of the country, it is for the school authorities, policy makers and 
society at large to ensure factors contributing to job satisfaction of teachers to the 
maximum possible extent and thereby enhancing their teaching performance to it’s 
optimum in all educational institutions. 

4.  Results of testing the fourth hypothesis shows that there is positive and significant 
correlation between OCB on the performance of lecturers in the marine higher education. 
This confirms, in marine  higher education  lecturers’ setting, the higher the OCB , the 
higher the performance, and, the lower the job satisfaction the lower the lecturer s’ 
performance. This explains that the increasing helping behaviour of lecturers, voluntary 
activities, following the development and progress of the organisation, participation in 
campus activities, student grades handed faster than scheduled, being positive about the 
organisation, demonstrated performance exceeding minimum standards, voluntarily 
support functions of the organisation, responsible for the duties and obligation and 
honesty, will be able to improve the performance of lecturers at university.  This research 
was supported by George and Battenhausen (1990), Podsakoff, et al .(1997), Bogler and 
Somech (2005), Van Dyne et al. (1994), MacKenzie, et, al . (1996), Waltz and Niehoff 
(1996), Ariani (2008), Hakim .et al ( 2014 )  who found that the behaviour that exceeds 
the standards established by organisations can improve performance. 
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5.  Results of testing the fifth hypothesis shows that there is positive and significant 
correlation between Competence on the OCB of lecturers in marine  higher education. 
This confirms, in the marine higher education  lecturers’ setting, the higher the job 
satisfaction, the higher the OCB, and, the lower the job satisfaction the lower the lecturer 
s’ OCB. If the lecturer’s competency becomes higher so the lecturer’s OCB also becomes 
higher Organ (2011). The lecturer who has a big opportunity to make a decision and 
becomes professional will have higher competency. Competencies owned by teachers 
improve the consideration and commitment of the lecturer which influence the OCB of 
lecturers at the institution. That competency is needed to determine the lecturer’s quality, 
so the lecturer can give a value to the school and exhibit good behavior. This statement is 
supported by Emmerik and Euwena (2007), Kumar and Bakhshi (2009). Good assessment 
to the school and right behaviour will lead to a satisfaction in the lecturer himself, so that 
the lecturer will be happy in working and has a willing to do overtime. If the lecturer’s 
competency becomes higher so the lecturer’s OCB also becomes higher Organ (2011). 
The lecturer who has big opportunity to make a decision and becomes professional will 
have higher competency. Competencies owned by teachers improve the consideration and 
commitment of the lecturer, which influence the OCB of lecturers at the institution. That 
competency is needed to determine the lecturer’s quality, so the lecturer can give a value 
to the school and exhibit good behavior. This statement is supported by Emmerik and 
Euwena (2007), Kumar and Bakhshi (2009).  

6.  Results of testing the sixth  hypothesis shows that there is positive and significant 
correlation between motivation on the OCB of lecturers in the higher marine school, This 
confirms, in the higher maritime school  lecturers’ setting, the higher the motivation, the 
higher the OCB, and, the lower the motivation, the lower the lecturers’ OCB. It is suitable 
with author’s hypothesis, that there is a positive relation between a job and OCB. If the 
job motivation is higher, the employee’s OCB will also be higher. On the other hand, if 
job motivation is low, Organisation Citizenship Behaviour will also be low. If the job 
motivation is higher, the employee’s OCB will also be higher. On the other hand, if job 
motivation is low, OCB will also be low. Motivation can affect lecturer behaviour 
directly. Abuiyada & Shih (2012) state that the availability of motivation factors and 
hygiene factors in a work environment will have direct positive effect on the level of 
employee’s OCB; however, the availability of hygiene factors will sufficiently have  a 
bigger effect on the level of OCB than the availability of motivation factors. Previous 
studies from Rodriguez (2010) and Joiner & Bakalis (2006) supported that the positive 
correlation of motivation with OCB. 

7.  Results of testing the seventh  hypothesis shows that there is positive and significant 
correlation between job satisfaction   on the OCB of lecturers in higher marine school, 
This confirms, in higher maritime school  lecturers’ setting, the higher the job 
satisfaction, the higher the OCB, and, the lower the job satisfaction the lower the 
lecturer’s OCB. Job satisfaction has a positive and significant influence on OCB. This 
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suggests that lecturers who experienced job satisfaction will be compelled to show the 
behaviour of OCB. Job satisfaction variable and intrinsic satisfaction indicators present 
that lecturers were satisfied with the learning opportunities, domestic and abroad, 
provided by the university, the opportunity to attend both national and international 
seminars, involved in researches, perceived freedom in the learning process, guiding 
students' final assignment and Field Work Experience (FWE). Also, to become an 
academic advisor and to participate in decision making related to the development of the 
university, as well as other duties as lecturers, is perceived as prestige work. It might be 
concluded that the existence of job satisfaction is able to encourage someone to start extra 
role behaviour so that the presence of OCB in the organisation is a necessity. 

 
In study on university lecturers, it is found that job satisfaction is an important determinant 
that drives a person to exhibits behaviour on OCB. High individual satisfaction to the work 
will be able to make individuals able to interpret the work to be done, so that they will be able 
to give meaning related to what work needs to be done, as an integrity in the work. In fact, 
there is almost no difference in the concept of research findings among previous researchers 
related to the influence between job satisfaction with OCB, but the debate to show this effect 
actually opens new opportunities for researchers to look for significant differences from 
existing influences (Podsakoffet al., 2000). Findings related to this matter have previously 
been tested by previous researchers with significant results also being obtained. Yoon and 
Suh (2003), Begum (2005) and Kim (2006), Alotaibi (2001), Gonzales and Garazo (2006), 
Foote and Tang (2008), have succeeded in proving the significance of the relationship 
between the effects of these variables. Bolon (1997), Konovsky and Organ (1996),William 
and Anderson (1991), also succeeded in providing research results related to the influence 
between intrinsically and extrinsically individual satisfaction in working with OCB. 
The overall test results concluded that job satisfaction has a positive effect on OCB 
dimensions consisting of: Altruism, courtesy, sportsmanship, conscientiousness, and civic 
virtue. These results imply that all dimensions of OCB can be enhanced if members of the 
organisation can achieve job satisfaction. 
  
Conclusion 
 
Based on the results of the discussion that has been described, it can be concluded as follows: 
 
Competency has a positive and significant effect on the performance of a lecturer, which 
means that the higher the competence of a lecturer then the performance is better; 
1) Motivation has a positive and significant impact on performance of a lecturer. This means 

that the higher motivation   the lecturer will give a better performance; 
2) Job satisfaction has a positive and significant impact on performance of a lecturer. This 

means that the higher the job satisfaction   the better the lecturer’s performance; 
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3) OCB  has a positive and significant impact on the performance of a lecturer, which means 
that the higher OCB,  the better the lecturer’s performance; 

4) Competence has a positive and significant impact on the OCB of a lecturer. This means 
that the higher the competence the better the lecturer’s OCB; 

5) Motivation has a positive and significant impact on the OCB of a lecturer. This means 
that the higher motivation, the better the lecturer’s OCB; 

6)  Job satisfaction has a positive and significant impact on the OCB of a lecturer and this 
means that the higher job satisfaction the better the lecturer’s OCB. 

 
Related to the limitation found in this study, so an agenda for  future study is to apply a 
research model on the marine college, either in a regional scope or national scope by marking 
population at private or state marine colleges separately. A longitudinal or time series data 
model is an alternative for this future study direction. This study focuses on lecturers’ 
competence process, motivation, job satisfaction and OCB influence to their performance. So 
the future study would enable other variables to be added, which are not used in this study to 
try to explain the impact of lecturers’ performance, variables which are enable to be used for 
future study such as: transformational leadership, interpersonal communication, organisation 
culture, and lecturer’s commitment. 
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