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Abstract 

Purpose: This study aims to examine the influence of organizational commitment and work discipline on 

employee performance by considering job satisfaction as an intervening variable among civil servants at the 

Sidoarjo Regency Secretariat. 

Research Methodology: This study employed a quantitative research approach. The research population 

consisted of civil servants at the Sidoarjo Regency Secretariat, with 101 respondents selected using a 

purposive sampling technique. Data were collected through questionnaires and analyzed using Structural 

Equation Modeling based on Partial Least Squares (SEM-PLS) with SmartPLS 4.0. 

Results: The findings indicate that organizational commitment and work discipline have a positive and 

significant effect on employee performance. Furthermore, job satisfaction significantly influences 

employee performance. Organizational commitment and work discipline also have significant positive 

effects on job satisfaction. The mediation analysis confirms that job satisfaction significantly mediates the 

relationship between organizational commitment and employee performance, as well as between work 

discipline and employee performance. 

Conclusion: This study concludes that improving employee performance requires strengthening 

organizational commitment, maintaining work discipline, and enhancing job satisfaction. Job satisfaction 

serves as an important psychological mechanism that explains how organizational commitment and 

discipline contribute to better employee performance. 

Limitations: This study is limited to civil servants within the Sidoarjo Regency Secretariat, which may 

restrict the generalizability of the findings to other government institutions or organizational contexts. 

Contribution: This study contributes to human resource management literature by demonstrating the 

mediating role of job satisfaction in explaining the relationship between organizational commitment, work 

discipline, and employee performance. 
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1. Introduction 

Employees are one of the most valuable resources within an organization because their performance 

determines the achievement of organizational goals and the effectiveness of institutional operations. In 

modern organizations, particularly public sector institutions, human resource management has become 

an essential factor in ensuring organizational sustainability and service quality. Government 

institutions rely heavily on employees’ ability, commitment, and professionalism to transform policies 
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and programs into effective public services  (Zhang, Yang, Walker, & Wang, 2022). Therefore, 

employee performance becomes a strategic concern because it reflects the extent to which employees 

successfully accomplish their responsibilities according to organizational expectations. Employee 

performance represents the quality and quantity of work achieved by individuals in carrying out their 

assigned duties. High employee performance contributes to organizational effectiveness by improving 

productivity, service delivery, and achievement of institutional objectives. Conversely, low 

performance may reduce organizational efficiency and hinder the achievement of strategic goals. In 

public sector organizations, employee performance is particularly important because government 

employees are required to demonstrate accountability, professionalism, and consistency in serving 

society (Syailendra, 2023; Wijayanto, & Riani, 2021). 

From the perspective of human resource management, employee performance is influenced by various 

individual and organizational factors. Among these factors, organizational commitment and work 

discipline are considered important determinants because they influence employees’ attitudes, 

behaviors, and willingness to contribute to organizational objectives. Employees with strong 

organizational commitment tend to demonstrate greater loyalty, responsibility, and willingness to 

make efforts for organizational success. Meanwhile, work discipline reflects employees’ compliance 

with organizational regulations, punctuality, and responsibility in completing assigned tasks 

(Ferdinandus, 2020; Asgaruddin, 2023). 

Organizational commitment describes employees’ psychological attachment to an organization, which 

influences their willingness to remain and contribute to organizational success. Employees with high 

organizational commitment generally demonstrate stronger identification with organizational values 

and greater willingness to achieve institutional goals  (Singh & Onahring, 2019). This commitment 

reflects employees’ loyalty, emotional involvement, and acceptance of organizational objectives, 

which encourage them to invest greater effort in completing their responsibilities. Employees who feel 

a strong connection with their organization are more likely to demonstrate positive work attitudes, 

maintain consistency in their performance, and show greater responsibility toward achieving 

organizational targets (Kim, & Beehr, 2020; Sismiati, Sulaiman, Rudhan, Nurlela, Dema, 

Darmawansyah, & Che-Ni, 2025). In contrast, low organizational commitment may reduce employee 

involvement and negatively affect performance. Another important factor influencing employee 

performance is work discipline. Discipline represents employees’ awareness and willingness to follow 

organizational rules and procedures. Employees with strong discipline tend to complete their 

responsibilities effectively, maintain punctuality, and demonstrate consistent work behavior 

(Ferdinandus, 2020; Kurbani, Novalia, & Nuarly , 2023). In public organizations, maintaining 

employee discipline is essential because poor discipline can reduce service effectiveness and create 

operational problems. 

However, organizational commitment and work discipline may not always directly translate into 

improved performance. Psychological factors, particularly job satisfaction, may serve as an important 

mechanism explaining this relationship. Job satisfaction reflects employees’ positive feelings and 

attitudes toward their work  (Vadilla, Fitria, & Wahjono, 2025). Employees who experience 

satisfaction tend to demonstrate greater motivation, commitment, and willingness to perform 

effectively. Therefore, job satisfaction can function as an intervening variable that explains how 

organizational commitment and discipline influence employee performance  (Wahjoedi, 2021). 

The Sidoarjo Regency Secretariat represents a public sector institution that requires professional and 

reliable human resources to support administrative services and government activities. However, 

several challenges related to employee discipline and performance have been identified, including 

employee tardiness, absenteeism, delayed task completion, and reduced work effectiveness. These 

conditions indicate the importance of examining factors that influence employee performance within 

this institutional context. 
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Although previous studies have examined the relationship between organizational commitment, work 

discipline, job satisfaction, and employee performance, further investigation is needed to understand 

the mediating mechanism of job satisfaction, particularly among civil servants in local government 

institutions. Therefore, this study aims to analyze the influence of organizational commitment and 

work discipline on employee performance through job satisfaction as an intervening variable among 

civil servants at the Sidoarjo Regency Secretariat. 

 

2. Literature Review and Hypothesis/es Development 

 
2.1 Organizational Commitment and Employee Performance 

Organizational commitment refers to employees' psychological attachment, identification, and 

willingness to remain involved in achieving organizational goals. Employees with high organizational 

commitment tend to demonstrate loyalty, responsibility, and willingness to contribute beyond their 

formal job requirements. Strong commitment encourages employees to align their personal goals with 

organizational objectives, resulting in improved work performance  (Bantilan, Sombilon, Regidor, 

Mondoyo, & Edig, 2024). According to organizational behavior theory, committed employees are more 

likely to demonstrate positive work attitudes because they perceive organizational success as part of 

their personal achievement. Employees who feel emotionally connected to their organization tend to 

show greater effort, persistence, and responsibility in completing their tasks. Conversely, employees 

with low organizational commitment may demonstrate reduced involvement and weaker performance 

(Restiani & Indiyati, 2024; Mursal et al., 2025; Ngaliman et al., 2025). 

In public sector organizations, organizational commitment is particularly important because employees 

are responsible for implementing government programs and providing services to society. Civil 

servants with strong commitment are more likely to maintain professionalism and contribute 

effectively to institutional goals  (Chen & Aklikokou, 2021). Previous studies have demonstrated that 

organizational commitment positively influences employee performance. Employees with higher 

commitment levels tend to achieve better performance because they possess stronger motivation and 

responsibility toward organizational objectives. Based on these arguments, the following hypothesis is 

proposed: 

H₁: Organizational commitment has a positive and significant effect on employee performance. 

2.2 Work Discipline and Employee Performance 

Work discipline refers to employees' willingness to comply with organizational rules, procedures, and 

responsibilities. Discipline reflects employees' awareness and commitment to performing their duties 

according to established standards. Employees with strong discipline tend to demonstrate punctuality, 

responsibility, consistency, and compliance with organizational regulations (Adil et al., 2025; Sanjaya 

et al., 2025). From the perspective of organizational behavior, discipline functions as a mechanism for 

directing employee behavior toward organizational objectives. Employees who maintain discipline are 

more likely to manage their workload effectively, complete assignments on time, and maintain 

consistent performance. Conversely, low discipline may result in absenteeism, delays, and reduced 

organizational effectiveness (Ichdan, 2024; Kurbani et al., 2023). 

In public sector institutions, work discipline is an essential element because employee behavior directly 

influences the quality of public services. Civil servants who demonstrate discipline are better able to 

maintain service standards and fulfill their administrative responsibilities effectively  (Rasul, Rogger, & 

Williams, 2021). Previous empirical studies have confirmed that work discipline significantly 

influences employee performance. Higher levels of discipline encourage employees to demonstrate 

responsibility and consistency, which ultimately contribute to improved performance outcomes. 

Therefore, the following hypothesis is proposed: 

H₂: Work discipline has a positive and significant effect on employee performance. 
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2.3 Job Satisfaction and Employee Performance 

Job satisfaction refers to employees' positive feelings and attitudes toward their work, including their 

perceptions of responsibilities, workplace conditions, recognition, compensation, career opportunities, 

and organizational support. Job satisfaction reflects the extent to which employees feel that their 

expectations, needs, and values are fulfilled within the organization. Employees who experience high 

levels of job satisfaction tend to demonstrate greater enthusiasm, commitment, loyalty, and willingness 

to contribute to organizational success. Conversely, employees with low job satisfaction may 

experience reduced motivation, decreased involvement, and lower commitment toward their 

responsibilities (Prawira & Assa, 2025; Kundori et al., 2025). 

According to organizational behavior theory, satisfied employees are more likely to exhibit positive 

work behaviors because they perceive their jobs and organizational environment favorably. Job 

satisfaction creates a positive psychological state that encourages employees to perform their tasks 

effectively, maintain productive relationships, and demonstrate stronger engagement in achieving 

organizational objectives. Employees who feel satisfied with their work are more likely to show 

initiative, responsibility, and persistence when facing workplace challenges. In addition, job 

satisfaction can reduce negative behaviors such as absenteeism, turnover intention, and decreased 

productivity, thereby supporting organizational effectiveness  (Haryanto, Wibisono, & Catrayasa, 2025). 

In the context of human resource management, job satisfaction serves as an important factor linking 

organizational practices with employee outcomes. Fair treatment, supportive leadership, career 

development opportunities, and a comfortable work environment can create positive perceptions that 

encourage employees to improve their performance and commitment. Therefore, job satisfaction 

functions not only as an emotional response toward work but also as a psychological mechanism that 

influences employee behavior and performance  (Kumari, Ali, & Abbas, 2021). In public sector 

organizations, satisfied employees are more likely to demonstrate professionalism, accountability, and 

commitment in delivering quality public services. Thus, improving job satisfaction is essential for 

government institutions seeking to enhance employee performance and organizational effectiveness. 

Previous studies indicate that job satisfaction has a positive relationship with employee performance. 

Employees who experience higher satisfaction levels tend to demonstrate better productivity and work 

quality. Therefore, the following hypothesis is formulated: 

H₃: Job satisfaction has a positive and significant effect on employee performance. 

2.4 Organizational Commitment and Job Satisfaction 

Organizational commitment reflects the extent to which employees accept organizational values, 

demonstrate loyalty, and possess a willingness to contribute to achieving organizational goals. 

Employees with strong commitment tend to perceive their roles as meaningful and valuable, which can 

increase their sense of satisfaction with their responsibilities, workplace relationships, and 

organizational environment. From a psychological perspective, organizational commitment creates a 

sense of belonging and emotional connection between employees and their organization. This 

relationship encourages employees to develop positive attitudes toward their tasks, workplace 

conditions, and institutional objectives. When employees feel that they are an important part of the 

organization, they are more likely to experience greater satisfaction because their personal values and 

expectations are aligned with organizational goals. In contrast, employees with low organizational 

commitment may feel less connected to their workplace, resulting in lower satisfaction and reduced 

involvement in organizational activities (Singh & Onahring, 2019; Kim & Beehr, 2020). 

In the context of public sector organizations, organizational commitment plays an important role 

because civil servants are expected to demonstrate loyalty, responsibility, and dedication in providing 

services to society. Employees who possess strong commitment are more likely to appreciate their 

roles, maintain positive attitudes toward their work, and contribute actively to organizational success. A 

strong sense of commitment can also create a more positive work experience, which ultimately 
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enhances job satisfaction  (Sismiati, Sulaiman, Rudhan, Nurlela, Dema, Darmawansyah, & Che-Ni, 

2025). Previous studies have demonstrated that organizational commitment has a positive and 

significant effect on job satisfaction. Employees with higher levels of organizational commitment tend 

to experience greater satisfaction because they perceive a stronger connection between their personal 

values and organizational objectives. Therefore, organizational commitment is expected to strengthen 

employees' positive perceptions of their work and increase job satisfaction. Based on these theoretical 

arguments, the following hypothesis is proposed: 

H₄: Organizational commitment has a positive and significant effect on job satisfaction. 

2.5 Work Discipline and Job Satisfaction 

Work discipline can influence job satisfaction because a disciplined organizational environment 

provides employees with clarity regarding expectations, responsibilities, and performance standards. 

Work discipline reflects employees' awareness and willingness to comply with organizational 

regulations, which helps create an orderly and predictable work environment. Employees who 

understand their roles and responsibilities are more likely to experience psychological comfort because 

they have clear guidance in performing their duties. As a result, effective discipline can reduce 

uncertainty, improve work consistency, and create positive perceptions toward the organization 

(Ichdan, 2024; Sanjaya et al., 2024). 

From an organizational behavior perspective, discipline does not only function as a mechanism for 

controlling employee behavior but also contributes to creating organizational stability and fairness. 

When disciplinary policies are implemented consistently and supported by transparent procedures, 

employees are more likely to perceive that the organization treats them fairly. This perception can 

strengthen trust, improve workplace relationships, and increase job satisfaction. Conversely, 

inconsistent or unfair disciplinary practices may create dissatisfaction, reduce employee engagement, 

and negatively influence attitudes toward the organization  (Bantilan et al., 2024). 

In public sector organizations, work discipline plays an important role because civil servants are 

required to maintain professionalism, accountability, and compliance with institutional regulations.  A 

clear disciplinary system helps employees understand their duties, manage their responsibilities 

effectively, and develop a sense of security in their workplace. Employees who demonstrate discipline 

are more likely to experience positive feelings toward their work because they are able to perform their 

responsibilities effectively within a structured organizational environment  (Ngaliman et al., 2025). 

Previous studies have shown that work discipline has a positive and significant effect on job 

satisfaction, indicating that disciplined employees tend to have more positive perceptions of their work 

and organization. Therefore, strengthening work discipline can contribute not only to improving 

employee behavior but also to enhancing job satisfaction. Based on these theoretical arguments, the 

following hypothesis is proposed: 

H₅: Work discipline has a positive and significant effect on job satisfaction. 

2.6 The Mediating Role of Job Satisfaction between Organizational Commitment, Work Discipline, 

and Employee Performance 

Job satisfaction may serve as an important psychological mechanism explaining how organizational 

commitment and work discipline influence employee performance. Organizational commitment 

reflects employees' emotional attachment, loyalty, and willingness to contribute to organizational 

success, while work discipline represents employees' responsibility, consistency, and compliance with 

organizational standards. Although organizational commitment and work discipline can directly 

improve employee performance, their influence may become stronger when employees experience 

satisfaction with their work. Job satisfaction creates positive psychological conditions that encourage 

employees to maintain commitment, demonstrate responsible behavior, and increase their willingness 

to achieve organizational goals (Haryanto et al., 2025; Kumari et al., 2021; Kundori et al., 2025). 
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Employees with high organizational commitment are more likely to experience job satisfaction because 

they perceive a strong relationship between their personal values and organizational objectives. A 

strong sense of belonging encourages employees to feel valued and involved in organizational 

activities, which increases their positive attitudes toward their work. Similarly, employees with strong 

work discipline tend to experience higher job satisfaction because clear expectations, structured 

procedures, and consistent organizational practices provide a sense of stability and fairness. When 

employees understand their responsibilities and receive appropriate support from the organization, they 

are more likely to develop positive perceptions of their workplace and demonstrate greater 

satisfaction  (Hanafiah, Adiba, Dewantara, & Safarah, 2025). 

Therefore, job satisfaction functions as a mediating variable that explains how organizational 

commitment and work discipline are transformed into improved employee performance. Satisfied 

employees are more likely to demonstrate higher enthusiasm, stronger engagement, and greater 

responsibility in completing their tasks. In the context of public sector organizations, employees who 

possess strong commitment, discipline, and satisfaction are expected to provide better services and 

contribute more effectively to institutional objectives (Faeni et al., 2025; Hanafiah et al., 2025). Thus, 

job satisfaction does not only represent an outcome of organizational conditions but also acts as a 

bridge that strengthens the relationship between organizational commitment, work discipline, and 

employee performance. Based on these theoretical arguments, the following hypotheses are proposed: 

H₆: Job satisfaction mediates the relationship between organizational commitment and 

employee performance. 

H₇: Job satisfaction mediates the relationship between work discipline and employee 

performance. 

 

3. Research Methodology 

This study adopted a quantitative approach. According to Sugiyono (2020), quantitative research is a 

method based on the philosophy of positivism used to investigate specific populations or samples. The 

aim of quantitative research is to explain the relationship between influencing and influencing 

variables, specifically examining the impact of organizational commitment and work discipline on 

employee performance, with job satisfaction serving as an intervening variable. This research was 

conducted at the Regional Secretariat Office of Sidoarjo Regency. Purposive sampling was employed, 

with a total of 101 respondents. Data analysis was performed using Structural Equation Modeling 

(SEM), which comprehensively explains the relationships among the variables in this study, utilizing 

SmartPLS 4.0 software. 

 

4. Results and Discussion 

 
4.1 Results 

Model analysis using partial least squares (PLS) with the Smart PLS program yielded the following 

results: 

Table 1. Results of SEM Analysis 

Variable Relationship Original 
Sample (O) 

Sample 
Mean (M) 

T Statistics 
(|O/STDEV|) 

P 
Values 

Results 

Organizational Commitment 
(X₁) → Employee 
Performance (Y) 

0.022 0.087 6,998 0.033 Significant 

Work Discipline 
(X₂) → Employee 
Performance (Y) 

0.032 0.069 8,618 0.002 Significant 

http://127.0.0.1:5000/article/59#ref-2494
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Variable Relationship Original 
Sample 

(O) 

Sample 
Mean 
(M) 

T Statistics 
(|O/STDEV|) 

P 
Values 

Results 

Job Satisfaction (Z) → Employee 
Performance (Y) 

0.198 0.064 8,564 0.009 Significant 

Organizational Commitment 
(X₁) → Job Satisfaction (Z) 

0.029 0.065 7,333 0.019 Significant 

Work Discipline (X₂) → Job 
Satisfaction (Z) 

0.019 0.017 8,876 0.001 Significant 

Organizational Commitment 
(X₁) → Work Discipline 
(X₂) → Job Satisfaction (Z) -> 
Employee Performance (Y) 

0.098 0.126 8,666 0.005 Significant 

Table 1 presents the results of hypothesis testing using SEM analysis. The findings indicate that all 

proposed hypotheses are supported, as all relationships among organizational commitment, work 

discipline, job satisfaction, and employee performance show significant effects (p < 0.05). These 

results confirm that organizational commitment and work discipline influence employee performance 

both directly and indirectly through job satisfaction as a mediating variable. 

4.2 Discussion 

4.2.1 The Effect of Organizational Commitment on Employee Performance 

The results of hypothesis testing indicate that organizational commitment has a positive and significant 

effect on employee performance. Based on the SEM-PLS analysis, the relationship between 

organizational commitment and employee performance shows a t-statistic value of 6.998 with a p-value 

of 0.033 (<0.05). Therefore, H1 is accepted, indicating that employees with stronger organizational 

commitment tend to demonstrate better performance. 

The findings demonstrate that organizational commitment plays an important role in encouraging 

employees to contribute effectively to organizational objectives. Employees who possess strong 

commitment tend to have greater emotional attachment, loyalty, and willingness to make efforts for 

organizational success. In the context of civil servants at the Sidoarjo Regency Secretariat, 

organizational commitment reflects employees' willingness to support government programs, fulfill 

institutional responsibilities, and maintain professionalism in providing public services. 

Furthermore, committed employees are more likely to demonstrate positive work behaviors, such as 

responsibility, persistence, and willingness to complete tasks effectively. A strong sense of belonging 

encourages employees to consider organizational achievements as part of their personal success. 

Therefore, strengthening organizational commitment through organizational support, effective 

leadership, and employee involvement can become an important strategy for improving employee 

performance  (Ichdan, 2024). 

4.2.2 The Effect of Work Discipline on Employee Performance 

4.2.3 The Effect of Job Satisfaction on Employee Performance 

The hypothesis testing results show that job satisfaction has a positive and significant effect on 

employee performance. The SEM-PLS analysis indicates a t-statistic value of 8.564 with a p-value of 

0.009 (<0.05). Therefore, H3 is accepted, suggesting that employees with higher levels of job 

satisfaction tend to achieve better performance outcomes. 

Job satisfaction influences employee performance because satisfied employees tend to develop 

positive attitudes toward their work, organization, and responsibilities. Employees who perceive their 

http://127.0.0.1:5000/article/59#ref-2487
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workplace conditions, organizational support, and responsibilities positively are more likely to 

demonstrate enthusiasm, commitment, and willingness to contribute. In contrast, employees with low 

satisfaction may experience reduced motivation and decreased involvement in organizational 

activities. In the context of the Sidoarjo Regency Secretariat, maintaining employee satisfaction is 

essential because civil servants are responsible for supporting administrative processes and public 

services. Employees who feel satisfied with their work are more likely to demonstrate 

professionalism, accountability, and consistent performance. Therefore, organizations need to enhance 

job satisfaction through supportive leadership, fair treatment, recognition, and improved workplace 

conditions  (Hanafiah, Adiba, Dewantara, & Safarah, 2025). 

4.2.4 The Effect of Organizational Commitment on Job Satisfaction 

The results indicate that organizational commitment has a positive and significant effect on job 

satisfaction. The SEM-PLS analysis shows a t-statistic value of 7.333 with a p-value of 0.019 (<0.05). 

Thus, H4 is accepted, indicating that stronger organizational commitment contributes to higher levels 

of job satisfaction. 

Employees with strong organizational commitment tend to develop positive perceptions toward their 

organization because they feel connected with organizational values and objectives. This emotional 

attachment creates a sense of belonging and appreciation, which increases satisfaction with their 

work. Employees who believe that their contributions are meaningful are more likely to experience 

positive feelings toward their responsibilities and workplace environment. Therefore, organizations 

should focus on strengthening employee commitment by creating supportive organizational cultures, 

improving communication, and involving employees in organizational activities. These efforts can 

enhance employees' satisfaction and encourage stronger engagement with organizational goals 

(Widodo, 2025; Karim et al., 2025). 

4.2.5 The Effect of Work Discipline on Job Satisfaction 

The analysis demonstrates that work discipline has a positive and significant effect on job satisfaction. 

The SEM-PLS results show a t-statistic value of 8.876 with a p-value of 0.001 (<0.05). Therefore, H₅ 

is accepted, indicating that disciplined employees tend to experience higher job satisfaction. 

A disciplined work environment creates clarity regarding employee responsibilities, performance 

expectations, and organizational procedures. When employees understand their roles and work within 

a structured system, they are more likely to experience psychological comfort and satisfaction. 

Consistent implementation of organizational rules also creates perceptions of fairness and stability, 

which contribute to positive employee attitudes. In public sector organizations, effective discipline 

helps employees manage responsibilities and maintain professionalism. Therefore, discipline should 

not only be viewed as an enforcement mechanism but also as a strategy for creating a stable and 

satisfying work environment ( (Asgaruddin, 2023); Ferdinandus, 2020). 

4.2.6 The Mediating Effect of Job Satisfaction on the Relationship between Organizational 

Commitment and Employee Performance 

The mediation analysis shows that job satisfaction significantly mediates the relationship between 

organizational commitment and employee performance. The SEM-PLS results indicate a t-statistic 

value of 8.666 with a p-value of 0.005 (<0.05). Therefore, H6 is accepted, confirming that 

organizational commitment contributes to employee performance through increased job satisfaction. 

This finding indicates that organizational commitment does not only directly influence performance 

but also operates through employees' psychological experiences. Employees who feel strongly 

attached to their organization are more likely to experience satisfaction, which subsequently 

encourages them to demonstrate better performance. Job satisfaction strengthens the positive impact 

of commitment by increasing employees' enthusiasm, engagement, and willingness to contribute. 



© 2026 Abnus | Open Access — CC BY 4.0 | abnus.co Page 139  

Therefore, improving employee performance requires organizations to develop strategies that 

strengthen both commitment and satisfaction. Creating a supportive organizational culture, 

recognizing employee contributions, and maintaining positive relationships can enhance satisfaction 

and ultimately improve performance outcomes  (Onyango, 2019). 

4.2.7 The Mediating Effect of Job Satisfaction on the Relationship between Work Discipline and 

Employee Performance 

The results confirm that job satisfaction mediates the relationship between work discipline and 

employee performance. The mediation analysis produces a t-statistic value of 8.666 with a p-value of 

0.005 (<0.05). Thus, H₇ is accepted, indicating that work discipline improves employee performance 

through increased job satisfaction. 

This finding suggests that disciplined behavior contributes to positive employee experiences, which 

subsequently enhance performance. Employees who comply with organizational procedures and 

demonstrate responsibility are more likely to experience a structured and supportive work environment. 

This condition increases satisfaction and encourages employees to perform their duties more 

effectively. In public sector organizations, maintaining discipline while ensuring employee satisfaction 

is essential for achieving sustainable performance. Organizations should therefore combine disciplinary 

practices with supportive human resource management approaches to ensure that employees perceive 

discipline as a means of improving effectiveness rather than merely a form of control. Through this 

approach, work discipline can strengthen job satisfaction and ultimately contribute to improved 

employee performance (Okolie & Udom, 2019; Parker & Grote, 2022) 

 

5. Conclusions 

Based on the data analysis and discussions, several conclusions can be drawn. First, organizational 

commitment positively influences employee performance. Second, work discipline positively affects 

employee performance. Third, job satisfaction significantly enhances employee performance. 

Additionally, organizational commitment positively influenced job satisfaction, and work discipline 

had a similar effect on job satisfaction. Importantly, job satisfaction serves as a mediator between 

organizational commitment and employee performance, as well as between work discipline and 

employee performance. These findings highlight the interconnectedness of these variables in 

promoting effective employee performance. 
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