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Abstract - Employee performance is a key factor in achieving organizational goals and is influenced by various
psychological aspects of work, especially job satisfaction and organizational commitment. This research aims to
analyze and synthesize empirical findings related to the influence of job satisfaction and organizational
commitment on employee performance through a narrative literature review. This study examines three
quantitative research articles conducted in different organizational contexts, including the financial services
sector, government agencies, and the hospitality industry. The results of the review show that job satisfaction and
organizational commitment consistently have a positive and significant effect on employee performance, although
the level and pattern of influence varies depending on the characteristics of the sector and work environment. Job
satisfaction tends to act as a trigger factor for increased performance, while organizational commitment functions
as a reinforcement of long-term performance sustainability. However, this review is based on a limited number of
articles, this literature review is based on three research articles, so the resulting findings cannot be widely
generalized. The main contribution of this research lies in presenting a comparative synthesis that emphasizes the
importance of organizational context in understanding the relationship between job satisfaction, organizational
commitment, and employee performance, and provides a conceptual basis for the further development of human
resource management research and practice.
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INTRODUCTION

According to Saputra, et al (2022), every company needs employees who have high
performance in achieving goals. To make employees have high performance, companies must pay
attention to employee expectations and needs in order to provide optimal contributions to the company.
The task related to Human Resources Management is to manage the human element well so that a
workforce is satisfied with their work. Humans are one of the most important elements in an
organization. Without the role of humans, even though the various factors needed are available, the
organization will not run because humans are the movers and determiners of the running of an
organization. Therefore, the organization should provide positive direction to achieve organizational
goals.

According to Lestari, et al (2025), every organization always tries to increase employee work
productivity. For this reason, leaders need to find ways and solutions to improve employee performance.
Performance is also a comparison of the work results achieved by employees with predetermined
standards. An organization that deals directly with the public requires good performance so that the
quality of service provided can satisfy customers. Good employee performance is influenced by job
satisfaction, satisfied employees will have a willingness to do more things outside of their formal
responsibilities. On the other hand, if the company cannot provide facilities that are in accordance with
the wishes of employees, it can have a negative impact on employees, including decreasing employee
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performance at work, employees will feel lazy and this will certainly cause the company to suffer losses
and not be able to achieve its goals properly (Nugroho et al., 2020). Apart from that, satisfied employees
will be committed to the company, this commitment is a reciprocal result of what the organization
provides to employees. Employees will be satisfied with their work if the organization is able to provide
fair and appropriate feedback, this will increase the commitment that employees have towards the
organization.

According to Kuncorowati & Supardin (2024), in recent years, there has been a shift towards a
more holistic performance management approach. This approach emphasizes the importance of ongoing
coaching and development, not just annual performance reviews. It also focuses on employee
engagement and wellbeing, recognizing that these factors can have a significant impact on employee
performance. Overall, employee performance is an important aspect of organizational success, and
effective performance management is critical to improving employee performance, increasing
employee engagement, and aligning employee performance with organizational goals and objectives.
By setting clear performance expectations, providing regular feedback, and focusing on employee
development and engagement, organizations can create a high-performance culture and achieve their
strategic goals (Attalia et al., 2022; Goestjahjanti et al., 2020; Sudiyono et al., 2020).

Based on various previous studies, job satisfaction and organizational commitment have been
widely studied as factors that influence employee performance. However, the results of this research
still tend to be presented separately according to the context and characteristics of each organization, so
studies are needed that are able to synthesize and compare these findings in a more comprehensive
manner. Therefore, this article aims to critically and comparatively analyze previous research findings
in order to gain a deeper understanding of the role of job satisfaction and organizational commitment
on employee performance in various organizational contexts.

RESEARCH METHODS

This article aims to dig deeper into the influence of job satisfaction and organizational
commitment on employee performance in companies. The method used is a systematic literature review
to identify and classify several research results regarding the influence of job satisfaction and
organizational commitment on employee performance.

The selection of articles in this research was carried out in a targeted manner by considering the
suitability of the topic and the methodological quality of the research. The articles reviewed were
selected based on several inclusion criteria, namely: (1) the articles directly discuss the influence of job
satisfaction and organizational commitment on employee performance; (2) the article is the result of
empirical research with a quantitative approach; (3) the article is published in an accredited national
journal and can be fully accessed via Google Scholar; and (4) articles published within the most recent
year to ensure the relevance of research findings.

Based on these criteria, only three articles met all inclusion requirements and had the highest
suitability with the focus of this research study. The number of articles was limited to allow a more in-
depth and comparative analysis of research findings, so that the results of the literature review are not
only descriptive, but are also able to provide a more comprehensive synthesis and understanding of the
relationship between job satisfaction, organizational commitment and employee performance.

Table 1. Reviewed journal articles

NO AUTHOR TITLE METHOD SOURCE
1 Saputra, etal  The Influence of Job Quantitative Scholar
(2022) Satisfaction and

Organizational
Commitment on
Performance
Employees at PT. Padi
Mandiri Valuta (Money
Changer) in Sanur
2 Lestari, etal ~ The Influence of Job Quantitative Scholar

(2025) Satisfaction and
Commitment
Employee Organization on
Employee Performance
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NO AUTHOR TITLE METHOD SOURCE

At the Archives and
Library Service Office

Jambi City
3 Kuncorowati  The Influence of Job Quantitative Scholar
& Supardin Satisfaction and
(2024) Organizational
Commitment

On Employee Performance

The research method used by Saputra, et al (2022) is a quantitative approach using a sample
determination method, namely saturated samples. Data collection was carried out using questionnaires
and conducting interviews. The population in the study was 56 employees of PT. Padi Mandiri Valuta
(Money Changer). Instrument testing was carried out using validity and reliability tests. Before testing
the hypothesis, a classic assumption test is carried out consisting of a normality test, multicollinearity
test and heteroscedasticity test. Testing of the proposed hypothesis was carried out using multiple linear
regression analysis techniques consisting of a determination test, partial significance test (t test), and
simultaneous significance test (F test), using the analysis tool SPSS.

The hypothesis in this research is as follows:

HI: It is suspected that job satisfaction has a positive and significant effect on the performance of PT
employees. Padi Mandiri Valuta (Money Changer) in Sanur.

H2: It is suspected that organizational commitment has a positive and significant effect on the
performance of PT employees. Padi Mandiri Valuta (Money Changer) in Sanur.

H3: It is suspected that job satisfaction and organizational commitment have a positive and significant
effect on the performance of PT employees. Padi Mandiri Valuta (Money Changer) in Sanur.

The research method used by Lestari, et al (2025) Data collection method through observation
and using a questionnaire, measured using a Likert scale. The analysis used descriptive and quantitative
analysis using the analytical tool SPSS 21. The population and sample in this research were all
employees at the Jambi City Archives and Library Service office, totaling 48 people. Instrument testing
was carried out using validity and reliability tests, the hypothesis in this research was carried out using
the t test and f test.

The hypothesis in this research is as follows:

HI: It is suspected that job satisfaction has a positive and significant effect on employee performance.
H2: It is suspected that organizational commitment has a positive and significant effect on employee
performance.

H3: It is suspected that job satisfaction and organizational commitment have a positive and significant
effect on employee performance.

The research method used by Kuncorowati & Supardin (2024) is a quantitative approach. This
data collection technique uses a questionnaire with the sample size in this study being 50 hotel employee
respondents in Yogyakarta. The sampling technique uses purposive sampling. Next, data analysis uses
validity and reliability tests, hypothesis testing (t test and F test), and coefficient of determination test
using SPSS 26.

The hypothesis in this research is as follows:

HI: Job satisfaction has a positive effect on employee performance

H2: Organizational commitment has a positive effect on employee performance

H3: Job satisfaction and organizational commitment have a positive effect on employee performance

RESULTS AND DISCUSSION

According to Saputra, et al (2022), the results of testing the first hypothesis prove that job
satisfaction has a positive and significant effect on employee performance with a regression coefficient
of 0.533 (positive) with a calculated t value of (2.900) or greater than t table (1.671) and Sig (0.000) <
o (0.05) and this result means that an increase in job satisfaction will be followed by an increase in
employee performance. The test results for the second hypothesis show that organizational commitment
has a positive and significant effect on employee performance as evidenced by a regression coefficient
0f 0.226 (positive) with a calculated t value of (1.798) or greater than the t table (1.671) and Sig (0.001)
< a (0.05) which means an increase in organizational commitment will be followed by an increase in
employee performance.

According to Lestari, et al (2025), from the results of the hypothesis it is known that the job
satisfaction variable partially has a positive and significant effect on the performance of Jambi City
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Archives and Library Service office employees with a calculated t value of 2.237>2.0141 and a
significance value of 0.000>0.05. This shows that satisfaction has an influence on employee
performance, with the feeling of satisfaction that employees have, employees will contribute to their
work so that the resulting performance can help achieve the goals of the organization. The hypothesis
results show that the organizational commitment variable partially has a positive and significant effect
on the performance of Jambi City Archives and Library Service office employees with a calculated t
value of 2.321>2.0141 and a significance value of 0.000>0.05. This shows that organizational
commitment has an influence on employee performance. The commitment that employees have towards
the organization can be said to be a form of employee loyalty or volunteerism in carrying out work
given by the organization. The hypothesis results show that the variables of job satisfaction and
organizational commitment together are employee performance at the Jambi City Archives and Library
Service office with a calculated f value of 11.847>2.81 and a significance value of 0.000>0.05. This
shows that job satisfaction and organizational commitment have an influence on employee
performance.

According to Kuncorowati & Supardin (2024), the results of the t test hypothesis show that Job
Satisfaction (X1) has a significant effect on Employee Performance (Y) with a significance level of
0.000 which is smaller than 0.05 (5%). Organizational Commitment (X2) has a significant effect on
Employee Performance (Y) with a significance level of 0.005 which is smaller than 0.05 (5%).
Meanwhile, the F test shows that Job Satisfaction (X1) and Organizational Commitment (X2)
simultaneously have a significant effect on Employee Performance (Y) with a significance level of
0.000 which is smaller than 0.05 (5%).

Based on the results of a review of three previous studies, it can be concluded that job
satisfaction and organizational commitment consistently show a positive and significant influence on
employee performance. Even though all studies use a quantitative approach and produce relatively
uniform conclusions, there are differences in organizational context, respondent characteristics, and the
strength of influence of each variable that are interesting for further comparative analysis.

Comparatively, research by Saputra, et al (2022) shows that job satisfaction has a more
dominant influence on employee performance than organizational commitment. This can be related to
the characteristics of the research object in the financial services sector, where satisfaction with
compensation, work environment and promotional opportunities are important factors in encouraging
individual performance. Employees who feel satisfied are directly encouraged to improve work
performance as a form of reciprocity to the organization. Thus, job satisfaction acts as the main
motivational factor that directly influences performance improvement.

Meanwhile, research by Lestari, et al (2025) conducted in government agencies shows that both
job satisfaction and organizational commitment have a relatively balanced influence on employee
performance. This condition reflects the characteristics of public organizations which emphasize work
stability, loyalty and a sense of belonging to the institution. In this context, organizational commitment
not only functions as an affective attitude towards the organization, but also as a form of employee
moral responsibility in carrying out public service duties. Thus, employee performance is not solely
influenced by individual satisfaction, but also by long-term attachment to the organization.

In contrast to the two previous studies, Kuncorowati and Supardin (2024), who took the hotel
sector as their object, showed that job satisfaction and organizational commitment simultaneously have
an important role in improving employee performance. The hotel industry which has a high level of
service interaction requires employees to not only feel personally satisfied, but also have a strong
commitment to service standards and organizational values. This indicates that in sectors with high
service demands, the relationship between job satisfaction, organizational commitment and employee
performance is complementary and cannot be separated.

Although the three studies show consistent results, there are limitations that need to be
examined critically. All research uses a quantitative approach with questionnaire instruments, so that
the resulting findings place more emphasis on statistical relationships between variables, but are unable
to explain in depth the mechanism or process of how job satisfaction and organizational commitment
influence employee performance. In addition, the relatively limited sample size as well as the focus on
one organization in each study potentially limits the generalizability of the results to a wider
organizational context.

In addition, the similarity of results between studies also opens up the possibility that there are
other factors that have not been explored in depth, such as leadership style, organizational culture, or
reward systems that might strengthen or weaken the relationship between job satisfaction,
organizational commitment, and employee performance. Therefore, although previous research results
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provide strong empirical evidence, a more diverse research approach is needed to obtain a more
comprehensive understanding.

Overall, this literature review shows that job satisfaction and organizational commitment are
important determinants of employee performance in various organizational sectors. However, the
strength of the influence of these two variables is greatly influenced by the organizational context, job
characteristics and work environment. These findings emphasize that employee performance
improvement strategies cannot be generalized, but rather need to be adapted to the characteristics and
needs of each organization.

CONCLUSIONS

Conclusions

Based on a critical synthesis of the three studies reviewed, it can be concluded that job
satisfaction and organizational commitment are two interrelated constructs and play a strategic role in
shaping employee performance. However, the relationship between these two variables and
performance is not linear and universal, but is influenced by the organizational context, sector
characteristics and job demands faced by employees. In other words, job satisfaction and organizational
commitment do not stand as separate factors, but form a psychological mechanism that together drives
productive work behavior.

The synthesis of findings shows that job satisfaction tends to act as an initial trigger for
increased performance through meeting individual employee needs, while organizational commitment
functions as a reinforcement of sustainable performance through long-term attachment to the
organization. In certain contexts, such as the service sector and organizations with high interaction
intensity, these two variables work simultaneously and complement each other. This indicates that
employee performance is not only influenced by satisfactory working conditions, but also by the extent
to which employees internalize the values and goals of the organization.

Theoretically, these findings strengthen the view that employee performance is the result of the
interaction between affective factors (job satisfaction) and organizational attitude factors
(organizational commitment). This literature review also confirms the importance of a contextual
approach in the study of human resource management, where the effectiveness of a variable cannot be
separated from the organizational environment in which the variable operates. Therefore, future
research needs to develop more integrative models by considering mediating or moderating variables,
such as leadership style, organizational culture, and reward systems, to explain the relationship
mechanisms in more depth.

Suggestions

As a suggestions for further research, empirical studies using a mixed methods approach or
longitudinal studies are needed in order to describe the process of forming job satisfaction and
organizational commitment in more depth. In addition, expanding the research context to various types
of organizations and work cultures is expected to increase generalization power and enrich theory
development in the field of human resource management.

Implications

Based on a synthesis of research findings, the practical implication for organizational leaders
and human resource practitioners is the need for a performance management approach that not only
focuses on achieving work targets, but also on managing employee work experience as a whole.
Organizations need to view job satisfaction as the initial foundation for encouraging performance,
through policies related to fair compensation, role clarity, a conducive work environment, and career
development opportunities.

In addition, efforts to improve performance will be more sustainable if the organization
simultaneously strengthens employee organizational commitment. This can be done by building work
relationships based on trust, transparent communication, and involving employees in the decision-
making process. Employees who feel appreciated and involved tend to show higher loyalty and
responsibility for the organization's work results.

Another implication is the importance of adapting human resource management strategies to
the characteristics of the organizational sector. In the public sector or organizations with high job
stability, strengthening organizational commitment is the main key, while in the service sector and
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service-based industries, the balance between job satisfaction and organizational commitment needs to
be the main concern. Therefore, uniform HR policies have the potential to be less effective if they are
not adapted to the needs and dynamics of the organization.
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