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distributing questionnaires to 120 lecturers as respondents. Data

analysis was conducted using Structural Equation Modeling-Partial Keyword:

_ j Job Satisfaction;
Least Square (SEM-PLS) with the help of .SmartPLS software. The Lecturer Performance.
results showed that workload negatively affected lecturer Workload:
performance and job satisfaction, while work motivation positively Work Motivation.

affected lecturer performance and job satisfaction. Job satisfaction
was also proven to have a positive effect on lecturer performance. In
addition, job satisfaction was able to mediate the influence of
workload and work motivation on lecturer performance. These
findings indicate that proportional workload management and
increasing work motivation are important factors in improving
lecturer job satisfaction and performance. Therefore, higher
education institutions need to implement policies that support
workload balance and create a work environment that can improve
lecturer motivation and satisfaction.
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1. INTRODUCTION

Lecturer performance is a key factor in improving the quality of higher education, particularly
in supporting the implementation of the Tri Dharma of Higher Education, which encompasses
education, research, and community service. However, in practice, inconsistent lecturer
performance is still found, which can be influenced by various factors, both internal and
external. One factor that often attracts attention is the disproportionate workload and differing
levels of work motivation among individuals.

This situation ultimately affects not only academic aspects but also has a broader impact on
the performance of human resources within higher education institutions, including both
lecturers and administrative staff. A study by the Indonesian Ministry of Education and Culture
(Kemendikbud RI, 2023) noted that various universities in Indonesia still face challenges in
maintaining and improving optimal employee performance. These issues include suboptimal
lecturer productivity, fluctuating attendance rates, uneven involvement in the implementation
of the Tridharma (Three Pillars of Higher Education), and the effectiveness of administrative
services that still need improvement. This situation undoubtedly has direct implications for the
quality of learning, research output, and the institution's contribution to society.

This phenomenon can also be observed at the Bandung Manufacturing Polytechnic (Polman
Bandung), a vocational college that plays a strategic role in producing superior workers in the
manufacturing sector. As an industry-oriented institution, Polman Bandung's success depends
heavily on the performance of its staff, both in teaching and administrative services. In recent
years, Polman Bandung has demonstrated a number of positive achievements, such as
increased lecturer involvement in Tridharma activities at various institutions, contributions as
practitioners in the industrial world, and an active role in fostering high-achieving students.
However, efforts to continuously improve performance remain a challenge that requires
serious attention.

Based on internal data from the Bandung Manufacturing Polytechnic, fluctuations in lecturer
performance are reflected in several indicators of the Tri Dharma (Three Pillars of Excellence).
The number of lecturers conducting research increased from 47 (49%) in 2020 to 111 (92%) in
2024. However, this increase was not accompanied by consistent scientific publication output.
In 2024, the number of lecturers producing publications reached only 24 (20%), a decrease from
82 (75%) in 2023. Furthermore, Lecturer Workload (BKD) data shows that in the even semester
of the 2023/2024 academic year, some lecturers had a total workload of around 32.64 credit
units, exceeding the normative workload. This condition indicates an imbalance between job
demands and lecturer performance achievements, requiring further study of the factors
influencing lecturer performance.

Lecturer performance data shows fluctuations in several key indicators, such as involvement
in the Tri Dharma (three pillars of excellence), scientific publications, and academic competency
development. This indicates that lecturer performance improvement is not solely determined
by institutional targets but is also influenced by factors inherent to the individual and the work
environment (Bernardin, 1993). One aspect of concern is the distribution of lecturers' workload,
which tends to be complex and multidimensional, encompassing educational activities,
research, community service, and other supporting duties. In some situations, this workload
even exceeds established normative limits, potentially impacting the effectiveness of lecturer
performance (Rolos, 2018).

Besides workload, another equally important factor is work motivation. Work motivation
acts as an internal driver that determines the level of effort, commitment, and perseverance of
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lecturers in carrying out their duties (Prabu, 2016). Lecturers who have high work motivation
tend to be better able to face work pressure, adapt to organizational demands, and produce
more optimal performance (Sari, 2022). Conversely, low motivation can lead to decreased work
enthusiasm, engagement, and productivity. Therefore, balancing work demands and
motivational drive is key to maintaining optimal lecturer performance.

Over time, the relationship between workload and work motivation on lecturer performance
has not always been straightforward. Various studies have shown that psychological factors act
as a bridge, one of which is job satisfaction. Job satisfaction reflects the extent to which an
individual feels satisfied with his or her job (Locke, 1976). When lecturers feel satisfied with
their work, they tend to show better performance, even when faced with a high workload.
Conversely, job dissatisfaction can strengthen the negative impact of workload on performance
(Souisa, 2025).

Based on this description, it can be understood that lecturer performance is the result of a
complex interaction between workload, work motivation, and job satisfaction. Therefore, it is
important to examine in more depth the role of job satisfaction in mediating the influence of
workload and work motivation on lecturer performance. This research is expected to contribute
to the development of human resource management studies, particularly in the context of
higher education, and serve as a basis for consideration for institutions in formulating policies
that support the continuous improvement of lecturer performance.

2. THEORETICAL FRAMEWORK
2.1 Job Demand-Resource Theory

The Job Demands-Resources Model was first introduced by (Demerouti, 2001) as a
framework for explaining the influence of job characteristics on individual well-being and
performance. This model divides job characteristics into two main components: job demands
and job resources. Job demands encompass work demands that require high levels of physical,
psychological, or emotional effort, such as workload, time pressure, and emotional demands,
which can trigger stress and burnout. Meanwhile, job resources are resources that support the
achievement of work goals, mitigate the impact of job demands, and enhance individual
motivation and development, such as social support, autonomy, and career development
opportunities (Bakker, 2014).

The JD-R theory explains two main processes: the health impairment process and the
motivational process. High job demands can reduce employee well-being and performance,
while adequate job resources can increase motivation, work engagement, and performance.
Furthermore, job resources also serve as a buffer against the negative impacts of job demands
(Bakker, 2014).

This research is based on Job Demand-Resources Theory (JD-R), which explains that every
job has job demands and job resources. Workload is seen as a job demand that has the potential
to cause work stress and reduce performance if not managed properly. Conversely, work
motivation is a job resource that can increase work engagement, job satisfaction, and lecturer
performance. In the context of higher education, the balance between job demands and job
resources is a crucial factor in maintaining the quality of lecturer performance.

2.2 Workload

Workload is the level of work demands an individual must complete within a given period,
reflecting the number, complexity, and difficulty of tasks assigned by the organization.
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Workload is not only related to the amount of work, but also involves physical, mental, and
emotional dimensions in its implementation. A workload that does not match an individual's
capacity can have negative impacts such as fatigue and work stress, while a proportional
workload can encourage increased productivity and performance.

According to (Widianti, 2023), Workload can be defined as a collection of tasks or work that
is the responsibility of an individual or organizational unit to complete within a certain time
period. According to (Irawati, 2025), Workload can be defined as the total work that an
individual is responsible for completing in a certain period, which includes physical,
psychological and emotional dimensions.

Workload has two sides to it. On the one hand, excessive workload can lead to physical and
mental fatigue, job stress, and decreased performance (Rolos, 2018). On the other hand, a
workload that is appropriate to individual capacity can actually increase work motivation and
productivity (Situmorang, 2024). Therefore, proportional workload management is important
in an organization.

According to (Hart & Staveland, 1988), workload is influenced by several main interrelated
factors, namely task demands which include the complexity, volume, and level of difficulty of
the work that must be completed by the individual, effort or energy related to the amount of
physical and mental energy required to complete the task, and performance related to the
achievement of targets or expected work results, where task demands are not only quantitative
but also qualitative, so that the higher the complexity and amount of work, the greater the
effort that must be expended, and the higher the performance standards set, the greater the
workload that the individual feels in carrying out his work.

In this study, the workload indicator refers to (Spector, 2022), which includes work speed,
work effort intensity, time pressure, work volume, and excessive workload which reflects
conditions when work demands exceed an individual's optimal capacity.

Based on the description, it can be concluded that workload is the totality of work demands
that must be completed by an individual in a certain period, which includes the amount, level
of difficulty, as well as physical, mental, and emotional dimensions, where workload can have
a positive or negative impact depending on the suitability between work demands and
individual capacity, and is influenced by factors such as task demands, effort or energy, and
performance that must be achieved, so that proportional workload management is key in
supporting the improvement of individual performance in the organization. Excessive workload
can cause physical and mental fatigue, thereby reducing the quality of lecturers' work.
However, a proportional workload can be a positive stimulus that encourages productivity and
the achievement of better performance.

2.3 Work Motivation

Work motivation is a drive originating from within and outside an individual that influences
the direction, intensity, and persistence in carrying out work. Work motivation encourages
individuals to optimize their abilities, expertise, and skills to achieve predetermined goals.
Individuals with high work motivation tend to demonstrate greater work ethic, commitment,
and optimal performance within an organization.

According to (Setiyawami, 2023), Work motivation is a drive that arises within an individual,
whether originating from internal or external factors, to carry out work with enthusiasm by
utilizing all the abilities and skills they have in order to achieve work results that provide
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satisfaction according to their expectations. According to (Diwyarthi, 2022), Work motivation is
an individual's willingness to utilize their abilities, expertise, and skills in carrying out their work.
Individuals with high levels of motivation tend to work optimally and maximally as a way to
achieve their stated goals.

The factors that influence work motivation according to (Ananda & Handayani, 2024),
consists of internal and external factors, where internal factors include age, personal maturity,
level of education, personal desires and expectations, as well as job needs and satisfaction,
while external factors include a pleasant work environment, adequate compensation, good
supervision, appreciation for achievement, status and responsibility, applicable regulations,
and organizational culture.

Motivation is an internal or external drive that influences, directs, and maintains a person's
behavior to achieve certain goals, where motivation can come from within the individual or
from the surrounding environment and plays an important role in determining the intensity and
direction of an individual's actions. From a theoretical perspective, the Three Need Theory
proposed by (McClelland, 1961), explains that individual motivation is influenced by three main
needs, namely the need for achievement which reflects the desire to achieve better results than
before, the need for power which indicates the drive to have influence and control over others,
and the need for affiliation which is related to the desire to establish and maintain good social
relationships. According to (Rodjanatham & Badir, 2025), Work motivation can be measured
through several indicators, namely work achievement orientation which reflects an individual's
drive to achieve optimal results, social relationships and cooperation which indicate the need
for interaction and collaboration within the organization, as well as influence and leadership
roles which describe an individual's drive to influence and take a role in achieving organizational
goals.

Based on the description, it can be concluded that work motivation is an internal and
external drive that influences individual behavior in directing, maintaining, and optimizing
abilities, expertise, and skills in working to achieve predetermined goals, which are influenced
by internal and external factors and are based on the need for achievement, power, and
affiliation, and are reflected through work achievement orientation, social relations and
cooperation, as well as leadership influence and roles, so that work motivation becomes an
important factor in improving individual performance in the organization. Lecturers who have
high work motivation tend to be more active in implementing the tridharma of higher
education, have a better work commitment, and are able to maintain the quality of
performance even when facing work pressure.

2.4 Job Satisfaction

Job satisfaction is an individual's attitude and feelings toward their job, reflecting their level
of pleasure or dissatisfaction based on their assessment of various aspects of the job. Job
satisfaction is formed from an individual's evaluation of working conditions, compensation,
work relationships, and the perceived work environment. High levels of job satisfaction will
encourage positive work behavior, while job dissatisfaction can lead to decreased performance
and commitment to the organization.

According to (Rusdiana, 2022), Job satisfaction can be defined as an individual's attitude
toward their work, reflecting the level of pleasure or dissatisfaction based on an assessment of
various aspects of the job. According to (Wasiman, 2026), Job satisfaction is an individual's
feelings about their work which are formed from the results of evaluating various aspects of
the job, both pleasant and unpleasant.
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According to (Inthalasari & Arief, 2021), Job satisfaction can be measured through several
indicators, namely work that reflects the suitability between tasks and employee interests,
skills, and expectations, wages related to the level of satisfaction with the compensation
received, superiors who describe the quality of relationships and interactions between
employees and leaders, coworkers who show the quality of social relationships and cooperation
between employees, and working conditions which include physical aspects and the work
environment such as facilities, security, comfort, and work atmosphere.

Based on the description, it can be concluded that job satisfaction is an individual's attitude
and feelings towards his/her work that reflects the level of pleasure or dissatisfaction based on
the evaluation of various aspects of the job, which is reflected through the suitability of the job
to interests and skills, the level of satisfaction with wages, relationships with superiors,
relationships with coworkers, and working conditions, so that job satisfaction is an important
factor that can influence individual behavior and performance in the organization. Job
satisfaction plays an important role in forming positive work behavior. Lecturers who feel
satisfied with their work tend to have higher loyalty, work enthusiasm, and productivity so that
they are able to improve performance optimally.

2.5 Employee Performance

Employee performance is the level of individual achievement in carrying out the tasks and
responsibilities assigned by the organization within a specific period. Performance is not only
measured by the results achieved, but also by the process of carrying out the work in
accordance with established standards. Employee performance reflects an individual's ability
to produce optimal output in terms of both quality and quantity.

According to (Novidiantoko, 2023), Employee performance is the level of success of an
individual or group in completing work tasks and responsibilities which is measured based on
established standards and criteria. According to (Marsithah, 2022), Performance is the result of
individual tasks carried out in accordance with job responsibilities under specific supervision,
and supported by integrity and professionalism in work. Employee performance can also be
interpreted as the result of individual work in carrying out tasks in accordance with their
responsibilities, which are carried out under specific supervision and require integrity and
professionalism (Pasaribu, 2023).

According to (Yuliarti & Anggriani, 2021), There are several factors that influence
performance, including personal factors related to the level of skill, competence, motivation,
and individual commitment, leadership factors that reflect the quality of encouragement,
guidance, and support from managers and team leaders, team factors that indicate the quality
of support from coworkers, system factors related to the work system and facilities provided
by the organization, as well as contextual or situational factors that reflect conditions of
pressure and changes in the environment both internal and external to the organization.

To measure employee performance levels in a more targeted manner, relevant indicators
are required. Therefore, in this study, employee performance indicators refer to (Widyastuti &
Hidayat, 2018), which consists of several aspects, namely task performance which reflects an
individual's ability to carry out the main job effectively and with quality, including planning,
prioritizing, time management, and completing tasks on time, contextual performance which
shows additional behavior that supports the work environment such as initiative, readiness to
face challenges, development of knowledge and skills, ability to find solutions, and active
participation in organizational activities, and counterproductive work behavior which describes
negative behavior that can be detrimental to the organization, such as the tendency to complain
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about small things, exaggerate problems, focus on negative things, and spread negative
information to colleagues and external parties.

Based on the description, it can be concluded that employee performance is the level of
achievement of individual work results in carrying out their duties and responsibilities in
accordance with established standards, which are not only seen from work results, but also
from the implementation process which is supported by integrity and professionalism, and is
influenced by various factors such as personal factors, leadership, team, system, and situational
conditions, which are then reflected through task performance, contextual performance, and
counterproductive work behavior, so that employee performance becomes an important
indicator in assessing individual success in the organization.

Workload (X1)

Work Speed
Work Effort
Time Pressure
Work Volume
Work Overload

Job satisfaction (V) Employee performance (Z)
The Work Itself
Pay
Supervision
Coworkers
Working Conditions

Task Performance
Contextual Performance
Counterproductive Work

Behavior

‘Work Motivation (X2)

Need for Achievement
Need for Power
Need for Affiliation

Figure 1 Research Model

Based on the research model in Figure 1, the hypothesis proposed in this study is as follows:

H1: Workload negatively impacts employee performance.
H2: Work motivation positively impacts employee performance.
H3: Workload negatively impacts job satisfaction.
H4: Work motivation positively impacts job satisfaction.
H5: Job satisfaction positively impacts employee performance.
H6: Workload negatively impacts employee performance through employee satisfaction.
H7: Work motivation positively impacts employee performance through
employee satisfaction.

3. METHODOLOGY

The study was conducted to obtain a general overview of the level of workload, work
motivation, and job satisfaction of lecturers at the Bandung Manufacturing Polytechnic and to
determine whether or not there is an influence of workload and work motivation on
performance through job satisfaction of lecturers at the Bandung Manufacturing Polytechnic.
The research method used in this study is a survey and quantitative research method with a
causality approach. This study took 120 permanent lecturers at the Bandung Manufacturing
Polytechnic as respondents through a saturated sampling technique. A questionnaire with a
Likert scale was used as a primary data collection tool. The statistical analysis techniques used
in processing the data were descriptive analysis techniques and verification analysis techniques.
Descriptive statistics were used to obtain an overview of the level of workload, work motivation,

DOI: https://doi.org/10.17509/jpm.v11i2
p- ISSN 2686-5491 e- ISSN 2656-4734



https://doi.org/10.17509/jpm.v11i2

Hamdani dkk., The Role of Job Satisfaction in Mediating the Effect of Workload and...| 294

job satisfaction, and lecturer performance. Verification statistics were used to test the influence
of workload and work motivation on job satisfaction and their impact on the performance of
lecturers at the Bandung Manufacturing Polytechnic through Structural Equation Modeling
(SEM) analysis based on Partial Least Square (PLS) using SmartPLS software.

4. RESULTS AND DISCUSSION

This study aims to analyze the influence of workload and work motivation on lecturer
performance, with job satisfaction as a mediating variable. Testing was conducted using the
SEM-PLS approach to examine the direct and indirect relationships between variables in the
research model.

4.1 Outer Model
The outer model was conducted to ensure that each construct met the validity and
reliability criteria before testing the structural model (inner model). Testing included
convergent validity based on factor loading and Average Variance Extracted (AVE) values,
construct reliability based on Composite Reliability values, and discriminant validity using Cross
Loading and the Fornell-Larcker Criterion. A summary of the test results is presented in Table 1.
Table 1. Summary of Outer Model Test Results

, Loading Composite  Discriminant ,
Variables Factor Range AVE Reliability Validity Interpretation
Meets th Valid and
Workload — 0,826-0,958 0,824 0,962 eets the anaan
criterion Reliable
Work — 0,777-0923 0,735 0,959 Meets the - Valid and
motivation criterion Reliable
Job 7290932 0,696 0,998 Meets the - Valid and
satisfaction criterion Reliable
Employee 0,701-0,877 0,590 0,961 Me_ets_the Vallq and
performance criterion Reliable

Source: SEM PLS Data Processing
Based on Table 1, all indicators have loading factor values above 0.70, thus meeting the

convergent validity criteria. All constructs also have AVE values above 0.50 and Composite
Reliability values above 0.70, indicating that the research instrument has good convergent
validity and reliability. Furthermore, the results of discriminant validity testing based on Cross
Loading and the Fornell-Larcker Criterion indicate that each construct has adequate
discriminant validity. Thus, all constructs are declared valid and reliable, making them suitable
for use in the structural model testing stage.
4.2 Inner Model

After the measurement model is declared to meet the validity and reliability criteria, the
next stage is evaluating the structural model (inner model) to determine the model's ability
to explain the relationships between latent variables. The model's predictive ability is
measured using the R-Square (R?) value, as presented in Table 2.

Table 2. Inner Model Test Results Based on R-Square Values

R Square R Square Adjusted
Job satisfaction 0.333 0.322
Employee performance 0.086 0.063

Source: SEM PLS Data Processing
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In general, the research results indicate that most of the relationships between variables in
the model are significant. However, the model's ability to explain performance variables is
still relatively limited. This is indicated by the R-Square value of 0.086, meaning that only 8.6%
of the variation in lecturer performance can be explained by workload, work motivation, and
job satisfaction, while the remaining 91.4% is influenced by other variables outside the model.
On the other hand, the R-Square value for job satisfaction of 0.333 indicates that 33.3% of the
variation in job satisfaction can be explained by workload and work motivation. This finding
indicates that the research model has better predictive ability in explaining job satisfaction
than lecturer performance.

However, the low R-Square value for the lecturer performance variable indicates that this
research model has limitations in explaining the overall variation in lecturer performance.
Therefore, the findings of this study more closely reflect the conditions of respondents in the
research context at the Bandung Manufacturing Polytechnic and require careful
interpretation when applied to different institutional contexts or lecturer characteristics.
Therefore, the model's generalizability is still limited because there are other factors outside
the research model that also influence lecturer performance.

4.3 The Influence of Workload on Lecturer Performance
The results of the analysis show that workload has a positive and significant effect on
lecturer performance with a coefficient of 0.414, t-statistics of 3.328, and p-values of 0.001.
Table 3. Results of the Effect of Workload on Lecturer Performance

Original Sample Standard T Statistics P Interpretation
Sample Mean Deviation (]O/STDEV|) Values
(0) (M) (STDEV)
Workload->
Lecturer 0.414 0.377 0.124 3.328 0.001 Significant
Performance

Source: SEM PLS Data Processing

These findings indicate that increased workload is followed by increased lecturer
performance. This result is not entirely in line with the Job Demand-Resource (JD-R) theory,
which states that workload as a job demand tends to reduce performance through the
mechanism of fatigue (Demerouti, 2001).

However, in the context of this research, workload is more representative of challenge
demand, namely work demands that are challenging and capable of encouraging increased
motivation and work engagement. Lecturers, as professionals with high levels of education and
experience, tend to have good adaptive capacity, so workload is perceived as part of
professional responsibility, not as a hindering pressure.

Empirically, the demands of the Tri Dharma of Higher Education, which encompass teaching,
research, and community service, remain within manageable limits, thus serving as a stimulus
for increased focus, discipline, and performance orientation. From the JD-R perspective, this
condition reflects a motivational process in which challenging work demands, when balanced
with adequate resources, actually increase work engagement and performance.

This finding is consistent with research (Sugesti, 2023), This shows that workload can
improve performance if managed proportionally and according to individual capacity. Thus,
workload in this study acts as a performance driver, not a performance inhibitor.
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4.4 The Influence of Work Motivation on Lecturer Performance

Work motivation has been proven to have a positive and significant effect on lecturer
performance with a coefficient value of 0.232, t-statistics of 2.846, and p-values of 0.005.

Table 4. Results of the Influence of Work Motivation on Lecturer Performance

Original Sample Standard T Statistics P Interpretation
Sample Mean Deviation (|O/STDEV|) Values
(0) (M) (STDEV)
Work Motivation ->
Lecturer 0.232 0.225 0.081 2.846 0.005 Significant
Performance

Source: SEM PLS Data Processing

The table shows that increased work motivation is followed by increased lecturer
performance. Lecturers with high motivation tend to demonstrate stronger commitment, are
more adaptable to work demands, and are oriented toward achieving optimal results.

From the Job Demand-Resource (JD-R) perspective, work motivation can be positioned as
job resources or personal resources that play a role in the motivational process (Demerouti,
2001). The presence of these resources encourages increased work engagement, which
ultimately impacts performance. Furthermore, motivation also serves as a balancing factor
against job demands, with highly motivated individuals tending to maintain their performance
despite work pressure.

Empirically, in the context of lecturers, work motivation is reflected in the drive to achieve,
develop competencies, and contribute to the implementation of the Tri Dharma of Higher
Education. Motivated lecturers tend to be more active in improving the quality of learning,
participating in professional development, and taking initiative in academic activities. This is in
line with research (Sari, 2022), which states that motivation is an internal driving force that
determines the intensity, direction, and quality of an individual's work effort. Thus, work
motivation in this study not only acts as a direct driver of performance but also as a
psychological mechanism that continuously strengthens lecturers' engagement and work
quality.

4.5 The Effect of Workload on Job Satisfaction

The results of the study show that workload has a positive and significant effect on job
satisfaction with a coefficient of 0.351, t-statistics of 3.095, and p-values of 0.002.

Table 5. Results of the Effect of Workload on Job Satisfaction

Original Sample Standard T Statistics P Interpretation
Sample Mean Deviation (|O/STDEV|) Values
(0) (M) (STDEV)
Workload ->Jot ) oo, 5356 0113 3.095 0.002 Significant

Satisfaction
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Source: SEM PLS Data Processing

These results indicate that the workload given to lecturers, as long as it remains within their
capabilities and is managed proportionally, can actually increase job satisfaction. The workload
is not perceived as pressure, but rather as a form of professional responsibility that provides a
sense of accomplishment, meaning in work, and contribution to the organization. From a work
psychology perspective, this condition can be explained through the concept of meaningful
work, where work that is challenging and relevant to an individual's competencies tends to
increase job satisfaction. This is in line with research (Ramadian, 2025), states that challenging
workloads are often perceived as a form of organizational trust, thus encouraging a sense of
appreciation, work engagement, and pride in work.

Empirically, the workload perceived by lecturers is moderate and still commensurate with
their work capacity, enabling them to optimally carry out the Tri Dharma of Higher Education
and maintain a balance between work demands and individual abilities. Therefore, workload in
this study plays a role as a factor that strengthens job satisfaction as long as it is within
reasonable limits and supported by adequate working conditions.

4.6 The Influence of Work Motivation on Job Satisfaction

Work motivation has a positive and significant influence on job satisfaction with a coefficient
value of 0.454, t-statistics of 4.591, and p-values of 0.000.

Table 6. Results of the Influence of Work Motivation on Job Satisfaction

Origina Sample Standard T Statistics P Interpretation
Sample Mean Deviation (|O/STDEV|) Values
(0) (M) (STDEV)

Work Motivation-:

Job Satisfaction 0454 0466  0.099 4.591 0.000  Significant

Source: SEM PLS Data Processing

These results indicate that work motivation is a key determinant in increasing job
satisfaction. Individuals with high levels of motivation tend to display a positive attitude toward
work, view their work as meaningful, and have higher work engagement. This condition has
implications for increased job satisfaction, both in terms of achievement, recognition, and
opportunities for self-development. Within the Job Demand-Resource (JD-R) framework, work
motivation can be positioned as both job resources and personal resources that play a role in
the motivational process, namely the psychological mechanisms that increase an individual's
well-being and work engagement. The availability of these resources encourages the
emergence of psychological energy, such as passion, commitment, and enthusiasm, which
ultimately increases job satisfaction (Demerouti, 2001).

Empirically, high work motivation among lecturers encourages a more positive
interpretation of work, increases engagement in academic activities, and strengthens the
perception that work has significant value and contribution. Furthermore, motivation also acts
as a balancing factor against work pressure, where motivated individuals tend to be better able
to cope with work demands without experiencing a decrease in job satisfaction (Kasyifillah,
2023). Thus, work motivation not only contributes to improving performance, but also plays an
important role in shaping job satisfaction by strengthening the affective aspects and individual
involvement in work.

4.7 The Influence of Job Satisfaction on Lecturer Performance
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Job satisfaction has been proven to have a positive and significant effect on lecturer
performance with a coefficient of 0.413, t-statistics of 3.050, and p-values of 0.002.

Table 7. Results of the Influence of Job Satisfaction on Lecturer Performance

Original Sample Standard T Statistics P Interpretation
Sample Mean (M) Deviation (|O/STDEV|) Values
(0) (STDEV)

Job Satisfaction ->
Lecturer 0.413 0.433 0.136 3.050 0.002 Significant
Performance

Source: SEM PLS Data Processing

These results indicate that job satisfaction is an important determinant in improving lecturer
performance. Individuals with high levels of job satisfaction tend to demonstrate commitment,
loyalty, and positive work behaviors, which impact performance quality. Conversely, low levels
of job satisfaction have the potential to reduce work effectiveness. Conceptually, job
satisfaction reflects an individual's evaluation of various aspects of their job, including tasks,
work relationships, and work environment conditions. High levels of satisfaction encourage
individuals to perform more optimally, both in carrying out primary tasks and supporting work
behaviors.

From a Job Demand-Resource (JD-R) perspective, job satisfaction acts as a psychological
mechanism that strengthens the relationship between job resources and performance.
Satisfied individuals tend to have higher levels of energy, dedication, and work engagement,
enabling them to optimally utilize job resources to achieve better performance. Conversely, job
dissatisfaction can decrease motivation and work engagement, resulting in decreased
performance.

Empirically, lecturers with high job satisfaction demonstrate more positive work attitudes,
such as responsibility, discipline, and initiative in carrying out the three pillars of higher
education. Job satisfaction also encourages lecturers to optimize the quality of their teaching,
research, and community service.

The results of this study are in line with the findings (Pasaribu, 2023), This shows that job
satisfaction has a positive and significant effect on employee performance. Therefore,
increasing job satisfaction is a strategic factor in driving lecturer performance sustainably.

4.8 The Influence of Workload on Performance through Job Satisfaction

Workload on performance through job satisfaction shows a coefficient of 0.145 with a t-statistic
of 1.853 and p-values of 0.064 (>0.05), so it is not significant.

Table 8. Results of the Influence of Workload on Performance through Job Satisfaction

Original Sample Standard T Statistics P Values Interpretation
Sample (O Mean Deviation (|]O/STDEV|)
(M)  (STDEV)

Workload -> Job
Satisfaction ->
Employee
Performance

0,145 0,172 0,078 1,853 0,064 Not Significant

Source: SEM PLS Data Processing
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These results indicate that job satisfaction does not act as a mediating variable in the
relationship between workload and lecturer performance. Therefore, the effect of workload on
performance is direct and does not occur through the mechanism of job satisfaction.
Empirically, this condition can be explained by the relatively manageable and proportionally
distributed nature of the workload, thus not generating variations in job satisfaction strong
enough to form a mediating effect. Furthermore, lecturer performance is more influenced by
job demands, performance standards, and professional commitment to carrying out the three
pillars of higher education.

In this context, lecturers, as professionals with adequate education and experience, have a
high capacity for adapting to workload. This allows lecturers to maintain a relatively stable level
of job satisfaction despite facing high work demands. Therefore, the relationship between
workload and job satisfaction is not strong enough to bridge the impact on performance.

This finding indicates that job satisfaction is not the primary mechanism explaining the
relationship between workload and lecturer performance. This finding aligns with research
(Warman, 2025), which shows that job satisfaction does not play a role as a mediating variable
in this relationship.

4.9 The Influence of Work Motivation on Performance through Job Satisfaction

Work motivation on performance through job satisfaction shows a coefficient of 0.187 with
a t-statistic of 2.564 and p-values of 0.011 (<0.05), so it is significant.

Table 9. Results of the Effect of Work Motivation on Performance through Job Satisfaction

Original Sample Standard T Statistics P Values Interpretation
Sample Mean Deviation (|O/STDEV|)

(0) (M)  (STDEV)
Work Motivation->
Job Satisfaction ->
ob Satistaction 0,187 0,200 0,073 2,564 0,011 Significant
Employee
Performance

Source: SEM PLS Data Processing

These results indicate that job satisfaction acts as a mediating variable in the relationship
between work motivation and lecturer performance. Work motivation not only directly impacts
performance but also works through increasing job satisfaction as a psychological mechanism
that strengthens work outcomes. Conceptually, this condition can be explained through the
motivational process within the Job Demand-Resource (JD-R) framework, where motivation as
a job resource or personal resource encourages the formation of positive psychological
conditions, including job satisfaction. High motivation increases an individual's energy,
engagement, and commitment, which ultimately forms a positive perception of work and
results in more optimal performance.

Empirically, lecturers with high work motivation tend to feel more appreciated, feel more
engaged with their work, and are able to interpret academic activities as part of their
professional achievements. The resulting job satisfaction then drives improvements in the
quality, quantity, and responsibility of implementing the Tri Dharma of Higher Education.

This result is in line with research (Nathasia, 2025), which shows that job satisfaction functions
as a mediating mechanism linking work motivation to performance. Thus, job satisfaction not
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only acts as an affective state, but also as a key mechanism in transforming work motivation
into sustainable performance.

5. CONCLUSION

This study shows that workload and work motivation have a positive and significant effect
on lecturer performance, as well as a positive and significant effect on job satisfaction. Job
satisfaction is also proven to have a positive and significant effect on lecturer performance.
The results of the mediation test indicate that job satisfaction does not mediate the effect of
workload on performance, so the relationship is direct. Conversely, job satisfaction is proven
to mediate the effect of work motivation on lecturer performance.

These findings indicate that work motivation and job satisfaction are key factors in
improving lecturer performance, while a proportionally managed workload can still support
performance without reducing job satisfaction. Therefore, the Bandung Manufacturing
Polytechnic needs to implement a more concrete policy through periodic evaluation of the
distribution of the Lecturer Workload (BKD) so that the implementation of the Tridharma can
take place more proportionally. Furthermore, the institution needs to strengthen lecturer
work motivation by providing awards for performance achievements, supporting research
activities and scientific publications, providing competency development programs, and
providing ongoing career development. These policies are expected to increase job
satisfaction and encourage continuous improvement in lecturer performance. Future
research is recommended to expand the sample coverage to both vocational and non-
vocational higher education institutions so that the results have a better level of
generalizability.
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