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 The rapid transformation of education requires performance and innovation. 

This study aimed to examine the interconnectedness between organizational 

commitment (OC), job satisfaction (JS), and employee performance (EP) in 

higher education in Indonesia. EP is measured by how well you handle 

critical emergencies, how well you solve creative problems, how well you 

manage work stress, how well you handle uncertain and unpredictable work 

situations, and how well you adapt to other people. OC is measured by the 

strong desire to be an employee, the desire to work hard, acceptance of 

organizational values, acceptance of organizational goals, and work loyalty. 

JS is measured by the work itself, wages, promotion opportunities, 

supervision, and colleagues. The population in this study were all 150 

employees of the Archive Bureau in Educational Colleges in Indonesia. In 

this study, researchers used the saturated sampling method as the basis for 

sampling, where all 150 members of the population were used as samples. A 

deeper comprehension of the connections between the variables was 

achieved by quantitatively applying structural equation modeling based on 

AMOS 21. The findings indicate that organizational commitment and job 

satisfaction positively influence employee performance in higher education 

in Indonesia. Indeed, job satisfaction among employees can enhance their 

performance. This study helps organizations perform better during COVID-

19, particularly in higher education. The researcher suggests that additional 

researchers conduct larger-scale research on improving performance in areas 

like innovation and productive behavior. 
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1. INTRODUCTION 

One of the most important topics in the study of organizational behavior and human resource 

management is employee performance [1]–[3]. Effective employee performance is an indicator that the 

organization has adequate human resources. Human resource management performance is a determining 

factor for organizations to survive and grow during increasingly fierce competition between organizations 

[3]–[6]. The fact that employee performance is directly related to the success of each organizational activity 

chain, from upstream to downstream, provides the underlying explanation, from production activities to 

service activities to end-users. University performance by contributing to society in education, research, and 

community service. 

https://creativecommons.org/licenses/by-sa/4.0/


      ISSN: 2252-8822 

Int J Eval & Res Educ, Vol. 12, No. 4, December 2023: 1819-1828 

1820 

Education, research, and community service will not run effectively when they are not reinforced by 

supporting services, such as library services, extracurricular activities, consultations, scholarships, and health 

to licensing services for all academicians [7]. Everything must be run synergistically and mutually support 

each other in a single supply chain [7], [8]. One of the most important services in promoting the success of 

higher education goals in terms of organizational administration is the university archive service [9]. In this 

case, archives have an essential function and role as a memory center, a source of information, and a 

monitoring tool for the entire chain of service activities, including assisting management in decision-making 

or policy formulation [7]. 

Archives as documents are produced or received by a person or organization during a business trip 

and stored by that person or organization [10], [11]. In contrast, archives as documents define them as 

organizational memory, decision-making material, and the foundation for legal defensibility [12]. In the 

context of higher education management, archiving institutions are an integral part of the higher education 

activity process. Without a good record of management, a university is at risk of losing transactional 

evidence, behavioral evidence and historical memory as well as losing valuable information in the form of 

knowledge and best practices from its human resource management behavior [13]. Therefore, archival 

institutions in universities play an important role [14] in identifying, storing, and protecting the intellectual 

assets of the organization [15]–[17]. 

The success of organizing archival activities at education universities depends heavily on human 

resources. However, there are still problems that are still the homework of the education university archival 

bureau. In this case, the existing human resources have not met the minimum criteria (standards) for 

employees who manage archives [18]. To present, the archival human resources at education universities 

have not been fully able to run the Dynamic Archives Information System (DAIS) effectively and optimally. 

There is still approximately 51.3% of archival management employees who experience difficulties in running 

DAIS. One of the reasons is the qualifications and educational backgrounds of archives employees, many of 

which do not match their duties as archive managers [19]. 

Educational institutions that are growing rapidly, need to anticipate changes. Therefore, service 

systems, performance, and effective operational models become intensive studies in organizational 

management. In the condition of COVID-19 [20], no institution or even a state could predict and prepare 

both economically and aspects of education services quickly [17]. It only switches to online services for 

developed nations, but developing nations that are not ready must choose between service system 

effectiveness and performance. As factors influencing performance, this study examines organizational 

commitment and job satisfaction as well as the process's impact during the crisis [10]. 

This study examines the performance of employees at the education archives institution. As one of 

the top public universities in Indonesia, especially in West Java, the performance is inseparable from the role 

and performance of existing archival institutions. It is impossible for a university's ranking to be separated 

from its archive management. According to prior researchers, the performance of employees at this archive 

institution can be one of the benchmarks in understanding the performance of the administration section on 

the education campus in general [12], [16]. In literature, many studies state that employee performance is 

closely related to organizational commitment [21]–[23] and job satisfaction [24], [25]. The responsibility of 

every representative to their association has an exceptionally cozy relationship with their exhibition. At the 

same time, job satisfaction and employee performance are closely linked [26]. 

Concerning organizational commitment, which demonstrates employees' desire to remain employed 

as well as their confidence in and acceptance of the organization's goals [24], equates that commitment with 

loyalty [27]. The majority of people understand commitment to be a never-ending process by which members 

of an organization express their concern for the success and goodness of the organization. Commitment is an 

attitude that leads to employee loyalty [22], [28]. Commitment to the organization, job satisfaction, and how 

they relate to employee performance at the education archive institution, are interesting to do when education 

faces two critical events. First, all existing universities are confronted with the COVID-19 pandemic, which 

hinders the work of all existing employees, including employees in the archive bureau. This condition 

produces exciting research findings, especially related to employees' organizational commitment, whether 

they still have a robust motivation to work or not. Then, from the performance side, we can determine 

whether they can adapt to the situation [29]. 

There are two types of tasks that employees are responsible for carrying out: technical-

administrative tasks and performance on leadership tasks. Technical-administrative task performance, which 

includes planning, organizing, and managing daily work through technical skills and business evaluation, is 

the expected job performance [30]. Simultaneously, the presentation of authority undertakings is marked 

through defining key objectives, upholding the expected exhibition principles, and spurring and guiding 

subordinates to finish work through support, acknowledgment, and helpful analysis. Furthermore, employee 

performance can be measured according to the needs of their respective organizations so that the indicators 
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can be adjusted according to the organization’s interests [31]. In this case, that performance measurement can 

be carried out using several indicators such as quantity work, quality work, dependability, initiative, 

adaptability, and cooperation [32]. This involves considering the ability to work with others [30]. 

The indicators used in this study were created by Stasielowicz. These indicators include being able 

to handle emergencies and crises, reducing stress at work, coming up with creative solutions to problems, 

coping with uncertain and unpredictable work situations, learning and self-training, interpersonal and cultural 

adaptability, and physical adaptability [33]. The consideration in choosing these indicators is because they 

measure things relevant to the context of employee performance in crises due to the COVID-19 pandemic. It 

includes relevant indicators like the ability to deal with emergencies and crises, control stress, deal with 

uncertain and erratic work situations, and physical adaptability. 

Organizational commitment is characterized by self-assurance and acceptance of the organization's 

values and goals. A strong desire to continue working with the organization and a willingness to exert a lot of 

effort on its behalf are also required [34]. Employees with a robust affective commitment will stay in the 

organization out of desire, while those with a robust ongoing commitment and normative commitment will 

lead the organization out of necessity. The degree to which a person identifies with, participates in, and is 

unwilling to leave an organization is known as organizational commitment [35]. The degree to which a 

person adopts the values of the organization in order to identify issues in order to fulfill their job 

responsibilities is known as organizational commitment. Individual recognizable proof with contribution in 

the association is the general strength of authoritative responsibility. Hierarchical responsibility is a feeling of 

distinguishing proof, dependability, and inclusion revealed by a worker to an association or hierarchical. 

A prior study explains that organizational commitment brings significant results such as high 

performance, low turnover rates, and low absenteeism rates [36], [37]. In addition, employee commitment is 

also related to other desired outcomes, such as perceptions of organizational climate, namely a warm and 

supportive organization and be a good, helpful team member. According to this definition, employee loyalty 

to the business is characterized by a firm belief in and acceptance of the business's goals and values, a 

willingness to put in more effort for the company, and a strong incentive to remain a member [38]. Several 

factors that influence organizational commitment are education level, position, and personality. To measure 

the variables of organizational commitment in this study, used four indicators were adjusted to the 

organization’s performance during COVID-19 demanding rapid change is a strong desire for membership, 

the desire to great lengths to work, acceptance of the organization's value as well as its objectives [39]. 

A person’s feelings about their job are reflected in their level of satisfaction. Job satisfaction is an 

individual’s general attitude toward their job, or the difference between what a worker receives and what they 

think they should receive [40]. Work not entirely settled by a few variables, to be specific intellectually 

testing work, steady working circumstances, strong colleagues, and individual reasonableness for work. A 

person’s general attitude toward their job is called job satisfaction [41]. Suardhita, Rafik, and Siregar stated 

that, “job satisfaction” is “a happy emotional state” or “strong emotions” that an individual encounters as a 

result of their work evaluation or experience [42]. Additionally, it is said that a person’s level of job 

satisfaction reflects how they feel about their job, as evidenced by the significant attitude of workers toward 

their work and everything they encounter in the workplace. 

Numerous benefits will accrue to the business in the event that it is able to influence employee 

satisfaction at work. With job satisfaction, work can be finished more quickly, damage can be lessened, 

attendance can be lower, employee movements can be reduced, work productivity can rise, and unit costs can 

be lower [43]. The indicators used to measure job satisfaction are pay, promotion, coworkers, nature of work, 

and supervision [44]–[46]. The extent to which technical assistance, attention, and encouragement are shown 

by the closest supervisor to the subordinates. Bosses who have good personal relationships with subordinates 

and are willing to understand the interests of their subordinates make a significant contribution to employee 

satisfaction and subordinate participation. There are four aspects to measuring job satisfaction: psychological, 

social, physical, and financial [47]. In reality, someone who feels satisfied will feel happy and comfortable in 

his environment to be motivated to perform at its best. 

Throughout the COVID-19 pandemic, educational institutions in Indonesia made major changes in 

aspects of service and organizational performance. Various changes such as work attendance systems, online 

services, online learning, finance, and administration are quickly implemented from policy to operational 

aspects. This study complements the readiness for change and the performance of higher education 

institutions in adapting to changes, demands, and transformation of education. Based on the explanation and 

the following conceptual framework, the research hypotheses are provided as: i) H1: There is a positive and 

significant link between organizational commitment (OC) and employee performance (EP); ii) H2: There is a 

positive and significant link between organizational commitment and job satisfaction (JS); and iii) H3: There 

is a positive and significant link between job satisfaction and employee performance. 
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2. RESEARCH METHOD 

This research is a causal associative study using a quantitative approach. Employee performance is 

examined in this study in relation to job satisfaction and organizational commitment. Variables are arranged 

based on theories and hypotheses. Associative correlation seeks to find a causal relationship between related 

variables. The participants in this study were all employees of educational institutions' archives, consisting of 

civil servant employees, permanent employees, and non-permanent employees, totaling 150 people. 

Saturated sampling due to limited researchers to obtain data and access to higher education during the 

COVID-19. In this study, researchers used the saturated sampling method as the basis for sampling, where 

samples were taken from each of the 150 people in the population. In detail, the respondents involved in this 

study were dominated by male employees, with a percentage of 5%. The demographic participants also 

showed that the majority of employees were more than 50 years old (32%), followed by the employees aged 

41-50 years old (28%). Based on education, the last education in high school was 16%, the latest diploma 

education was 2.2%, the last education was bachelor’s degree was 75%, and the master’ degree was 6.8%. 

An online questionnaire was used to collect the data for this study, which were then analyzed using 

descriptive and inferential statistics. A 5-point Likert scale scoring system was used to analyze the collected 

data. Furthermore, testing the validity of the instrument using the free coefficient formula from Karl 

Pearson’s product moment [48], [49]. The instrument can reveal something that the questionnaire will 

measure, so the validity test is used [50]. The reliability of each test is 0.859, 0.734, and 0.880, respectively, 

and all instruments are determined as valid and reliable. A reliability test is carried out to state the level of 

consistency of a test item [51] to measure it using Cronbach’s alpha [52]. 

Using the Cronbach’s criterion of either 0.70 or greater. In the theory-based causality model test, 

construct measurement model validity and reliability were evaluated [53]. Things meet the models on the off 

chance that the experimental outcomes show a revised all out thing relationship coefficient of no less than 

0.40, or the Cronbach’s alpha coefficient (α). If the coefficient is statistically significant, the indicators are 

shown to be valid for measuring the latent variable, and the questionnaire is shown to be reliable if the 

coefficient is not less than 0.70 (p-value<0.05), and the value in standardized numbers is not less than 0.50. A 

reliable measurement model measures the latent variable if the confirmatory factor analysis (CFA) results can 

provide a minimum composite reliability (CR) value of 0.70 and an average variance extracted (AVE) value 

of not less than 0.50. In addition, the regression coefficient and correlation tests' normality, linearity, and 

significance are used in the hypothesis test. In order to test the goodness of fit (GOF) model, probability must 

satisfy a number of measurement criteria >0.5 [54], [55] root mean square error of approximation (RMSEA) 

<0.05 [56], comparative fit index (CFI) >0.95 [56], and Chi-square/degree of freedom (CMIN/DF) values <2 

[57]. Underlying condition displaying structural equation modeling (SEM) applies a concurrent examination 

model, a mix of exploratory variable investigation and corroborative component investigation. So that with 

SEM multiple linear regression simultaneously between variables and indicators can form a model. 

 

 

3. RESULTS AND DISCUSSION 

In higher education, employee performance, job satisfaction, and organizational commitment are 

developed and measured in this study. The preparation of exploratory and confirmatory factor analyses is the 

process that is carried out. After obtaining the research results that meet the model criteria, it is continued 

with hypothesis testing based on research questions compiled from theory. The estimation of the initial model 

measurement’s results the instrument as a measuring tool for research variables with a loading factor of <0.5, 

thus it was not valid and excluded from the model. The measurements of all research variables with loading 

factors greater than 0.70, CR greater than 0.60, and AVE greater than 0.50 as displayed in Table 1. 

Model of Employee Performance in Higher Education During the COVID-19 period, Independent 

variable=EP (X); Mediation variable=OC (M); Dependent variable=JS (Y). The preparation of the linear 

function equation of each variable aims to develop a path for analyzing the influence of variables, so that it 

can be used as a complete model in structural equation modeling. The results of the modeling are based on 

theoretical studies and expert opinions, as well as the hypotheses proposed by the researchers, the direct, 

indirect and total influence in this study with (1), (2), and (3). 

 

𝑌 = 𝑖1 + 𝑐𝑋 + 𝑒1 (1) 

 

𝑀 = 𝑖2 + 𝑎𝑋 + 𝑒2 (2) 

 

𝑌 = 𝑖3 + 𝑐’𝑋 + 𝑏𝑀 + 𝑒3 (3) 
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The measurement model for the COVID-19 period has then assessed the normality of the test results 

of employees' performance in higher education. The skewness statistic for all of the observed variables is 

between 2.58 and Critical Ratio, and they are all normally distributed. Amos is the sole source for the 

processing results and performance of higher education employees during the COVID-19 outbreak. Figure 1 

depicts 21 as full model-standardized estimates. 

 

 

Table 1. Result of exploratory factor analysis model measurement 
No Variable (Dimension and indicators) λ α CR AVE 

1 Employee performance (EP) 

0.86 0.87 0.58 

EP1 Handling critical emergencies 0.743 

EP3 Solving creative problems 0.675 
EP4 Managing job stress 0.711 

EP6 Facing an uncertain and unpredictable work situation 0.907 

EP7 Interpersonal adaptation 0.767 
2 Organizational commitment (OC)   

0.73 0.84 0.51 

OC1 Strong desire as employee 0.597 

OC2 Desire to try hard at work 0.825 
OC3 Acceptance of organizational values 0.739 

OC5 Acceptance of organizational goals 0.733 

OC6 Work loyalty 0.667 
3 Job satisfaction (JS)   

0.88 0.82 0.56 

JS1 The work itself 0.771 

JS4 Wages 0.563 

JS5 Promotions opportunity 0.749 

JS6 Supervision 0.753 

JS8 Co-workers 0.634 

 

 

 
 

Figure 1. Results of the structural equation research model 

 

 

This study measures OC, JS and EP. Based on unstandardized measurement estimates, with each 

loading factor above 0.7, it is determined that the EP variable is measured by dealing with critical 

emergencies, solving creative problems, managing work stress, and adapting to interpersonal situations,  

α=0.88, CR=0.82, and AVE=0.56. The OC variable is measured by the strong desire to be an employee, the 

desire to work hard, acceptance of organizational values, acceptance of organizational goals, and work 

loyalty with each loading factor above 0.7, α=0.73, CR=0.84, and AVE=0.51. The JS variable is measured by 

the work itself, wages, promotion opportunities, supervision, and colleagues with a loading factor above 0.7, 

α=0.88, CR=0.82, and AVE=0.56 respectively. 
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Based on the data analysis criteria, the validity, reliability and item factor loading criteria have been 

fulfilled to be able to continue testing the model by conducting a SEM hypothesis analysis. The next step is 

to examine the effect between variables with a significance level >0.05. These results describe the influence 

and the level of significance in this study. Based on the hypothesis and the results, Table 2 contains the test 

results for the performance of employees working in higher education during the COVID-19 period. 

 

 

Table 2. Measurement model hypothesis test results 

Hypothesis testing 
Estimate 

S.E. C.R. P Result 
RW SRW 

OC → JS 0.308 0.262 0.120 2.571 0.010 Significant 

OC → EP 0.221 0.198 0.109 2.028 0.043 Significant 

JS → EP 0.230 0.243 0.092 2.494 0.013 Significant 

 

 

There were three hypotheses tested with success in this study, with a significant effect between OC 

on JS, OC on EP, and JS on EP, according to the results of the hypothesis test of the performance of 

employees in higher education during the COVID-19 period (Table 2). Furthermore, to meet the criteria for 

an acceptable model, it must meet the criteria of Goodness of fit (GOF). Modeling and measuring the 

influence between variables that meet GOF criteria can be used as a reference for standardized measurement 

models for future researchers. The main criterion in the GOF test is to fulfill the p-value>0.05. Table 3 

displays the GOF research model that was obtained. 

 

 

Table 3. Goodness of fit test results 
Test Statistics Criteria Value Result 

Chi-square - 67.278 
- 

Degree of freedom - 84 

p-value >0.05 0.909 Accepted 
Cmin/DF <2.00 0.801 Accepted 

Root Mean Square Residual (RMR) <0.05 0.095 Not accepted 

Root Mean Square Error of Approximation (RMSEA) <0.08 0.000 Accepted 
Adjusted Goodness of Fit (AGFI) >0.90 0.923 Accepted 

Goodness of Fit Index (GFI) >0.90 0.946 Accepted 

Comparative Fit Index (CFI) >0.90 1.000 Accepted 
Tucker Lewis Index (TLI) >0.90 1.023 Accepted 

 

 

Based on the Goodness of fit test, the research data show that the model meets the requirements for 

Goodness of fit. The findings were then analyzed for their direct and indirect effects to determine the 

effective effect of the path between models as a reference for this study. The Amos 21 research output data 

serve as the foundation for the conclusions as shown in Table 4. 

 

 

Table 4. Direct, indirect, and total effect 

  
Direct effects Indirect effects  Total effects  

OC JS EP OC JS EP OC JS EP 

JS 0.308 - - - - - 0.308 - - 

EP 0.221 0.230 - 0.071 - - 0.292 0.230 - 

 

 

The most extensive total effect coefficient, 0.308, was made possible by the direct and indirect 

effects that were derived from the output data for Amos 21. Based on Table 4, it is possible to draw the 

conclusion that improving employee performance in higher education during the COVID-19, it is necessary 

to have high job satisfaction and organizational commitment. Organizational commitment's total direct effect 

on employees' performance in higher education during the COVID-19 is greater than job satisfaction's 

mediating effect. Organizational commitment has a significant impact on employee performance, as this 

study demonstrated. The variable organizational commitment has a significant impact on employee 

performance. On the basis of these findings, it is possible to explain that an employee's job performance is 

correlated with their level of organizational commitment [58], [59]. Having a stronger desire to remain with 

the current organization and continues to aid in the achievement of objectives is fully engaged in their work 

because that work is a crucial means by which individuals can help the organization achieve its goals [60]. 
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The same holds true for the claim that dedication to a solid organization can boost one's 

performance within the company [61], [62]. Authoritative responsibility is the level at which people take on 

the qualities and objectives of the association and relate to them in satisfying their work liabilities [63]. If 

employees have a strong belief in the values and objectives of the company, they can be inspired to perform 

at a higher level, are willing to work hard for the organization, and want to stay a member. Employee 

performance is significantly influenced by job satisfaction, which can be explained by the fact that higher 

levels of job satisfaction indicate improved performance [64], [65]. This means that having employee job 

satisfaction will be more efficient, productive, care about the organization and, have a partnership with the 

organization and allow employees to work better [66]. Employee performance is closely linked to job 

satisfaction because contented workers tend to be more focused on their assigned tasks, work quickly, are 

error-free, and always willing to take on more responsibility. This is an effective employee response that is 

the result of their experience at work [66]. Thus, if the job conditions support the employee’s expectations, 

the employee will do his best, thereby combining the organizational goals with his. It follows from this 

description that employees are more likely to perform at their best when they are happy at work [67]. 

When both job satisfaction and organizational commitment are present simultaneously, employee 

performance is significantly impacted. This study demonstrates that job satisfaction and organizational 

commitment have a significant impact on employee performance. Based on the findings, it is possible to 

explain that an employee’s performance will be influenced more by their level of organizational commitment 

and job satisfaction [67]. The research of is also bolstered by this study’s findings [68], [69], which states 

that job satisfaction and organizational commitment have a significant impact on employee performance. In 

the meantime, employee performance is influenced in part by how satisfied they are with their job, as well as 

how committed they feel to their organization. These factors are also related to how much responsibility a 

person holds in their job and how well they are fulfilling their occupation's requirements [70]. The findings 

of this study are that education university employees have implemented daily check-in and check-out for 

work. The daily check is essential to see what the team will be working on that day. While daily checks are 

important to see what things have been done by the work team, assisted by meetings through Zoom webinars, 

learning, and self-training, being able to adapt and communicate according to the norms and values 

depending on the organization quickly. 

 

 

4. CONCLUSION 

The result found that having an organized job and being satisfied with one’s job influence how well 

students perform in higher education in Indonesia. This study provides empirical evidence about how 

employees perform in higher education that JS in higher education needs to be improved through supervision. 

EP can be increased through solving creative problems, and OC can be increased through work loyalty. 

Indeed, job satisfaction can promote greater employee performance, organizational commitment and job 

satisfaction both affect employee performance. Commitment in the workplace can take many forms and has 

the potential to influence organizational effectiveness and employee performance. Better performance of the 

workforce is a result of the level of job satisfaction. If employees are not satisfied with their jobs, they may 

not be as committed to their work and may not achieve as much as they could. This can lead to decreased 

organizational performance and goals, work quickly, are free from errors and negligence, and are always 

willing to accept more responsibility. Become an organizational study during the COVID-19 period in 

optimization and work innovation and as a treasure trove of knowledge for the development of management 

disciplines in improving performance, as well as performance innovation during the pandemic case study at 

Education University as a higher education institution that follows rapid educational. 

This study has several limitations, because it only focuses on one university with JS, OC, and EP as 

research variables. Some of the variables recommended by researchers include being able to examine 

innovative performance, modeling digital administrative effectiveness, the effect of giving rewards, work 

culture and transformational leadership. The researcher suggests further researchers to develop research on 

other variables and on a wider scale in improve the performance of employees in higher education. 

 

 

REFERENCES 
[1] G. G. Amha and F. Brhane, “Determinant of employee performance in public organization: the case of dessie city municipality 

office,” International Journal of Marketing & Human Resource Research, vol. 1, no. 1, pp. 1–13, 2020. 

[2] T. N. M. Pham, “The relationship between human resource management practices, work engagement and employee behavior: a 

case study in Vietnam,” The Journal of Asian Finance, Economics and Business, vol. 8, no. 4, pp. 1003–1012, 2021, doi: 
https://doi.org/10.13106/jafeb.2021.vol8.no4.1003. 

[3] H. Elrehail, I. Harazneh, M. Abuhjeeleh, A. Alzghoul, S. Alnajdawi, and H. M. H. Ibrahim, “Employee satisfaction, human 

resource management practices and competitive advantage,” European Journal of Management and Business Economics, vol. 29, 

no. 2, pp. 125–149, Jun. 2020, doi: 10.1108/EJMBE-01-2019-0001. 



      ISSN: 2252-8822 

Int J Eval & Res Educ, Vol. 12, No. 4, December 2023: 1819-1828 

1826 

[4] A. Al Adresi and M. R. Darun, “Determining relationship between strategic human resource management practices and 

organizational commitment,” International Journal of Engineering Business Management, vol. 9, Jan. 2017, doi: 
10.1177/1847979017731669. 

[5] Z. M. Dahkoul, “The determinants of employee performance in Jordanian organizations,” Pressacademia, vol. 5, no. 1, pp. 11–

17, Mar. 2018, doi: 10.17261/Pressacademia.2018.780. 
[6] F. Alfawaire and T. Atan, “The effect of strategic human resource and knowledge management on sustainable competitive 

advantages at Jordanian Universities: the mediating role of organizational innovation,” Sustainability, vol. 13, no. 15, p. 8445, Jul. 

2021, doi: 10.3390/su13158445. 
[7] D. Boud et al., Curriculum development in vocational and technical education: Planning, content, and implementation. Brooklyn, 

NY: Workforce Strategy Center, 2016. 

[8] V. Shcherbakov and G. Silkina, “Supply chain management open innovation: virtual integration in the network logistics system,” 
Journal of Open Innovation: Technology, Market, and Complexity, vol. 7, no. 1, p. 54, Mar. 2021, doi: 10.3390/joitmc7010054. 

[9] M. Sharabi, “Managing and improving service quality in higher education,” International Journal of Quality and Service 

Sciences, vol. 5, no. 3, pp. 309–320, Aug. 2013, doi: 10.1108/IJQSS-03-2013-0016. 
[10] M. E. Bebitoğlu, “Change in the organizational culture of enterprises that become multinational and effects of 

internationalization: a research in textile industry,” International Journal Entrepreneurship and Management Inquiries, vol. 2,  

pp. 213–232, 2018, [Online]. Available: https://dergipark.org.tr/en/download/article-file/602724. 
[11] M. Behrendt and T. Franklin, “A review of research on school field trips and their value in education,” International Journal of 

Environmental and Science Education, vol. 9, no. 3, pp. 235–245, 2014, doi: http://dx.doi.org/10.12973/ijese.2014.213a. 

[12] D. A. Gioia, S. D. Patvardhan, A. L. Hamilton, and K. G. Corley, “Organizational identity formation and change,” Academy of 
Management Annals, vol. 7, no. 1, pp. 123–193, Jun. 2013, doi: 10.1080/19416520.2013.762225. 

[13] C. Rice and R. H. Searle, “‘The enabling role of internal organizational communication in insider threat activity-evidence from a 

high security organization,’” Management Communication Quarterly, vol. 36, no. 3, pp. 467–495, Aug. 2022, doi: 
10.1177/08933189211062250. 

[14] L. Nurdin, “Archives as information infrastructure and their urgency towards research,” Khizanah Al-Hikmah: Jurnal Ilmu 
Perpustakaan, Informasi, Dan Kearsipan, vol. 9, no. 1, p. 28, Jun. 2021, doi: 10.24252/v9i1a4. 

[15] D. Rakemane and O. Mosweu, “Challenges of managing and preserving audio-visual archives in archival institutions in Sub 

Saharan Africa: a literature review,” Collection and Curation, vol. 40, no. 2, pp. 42–50, 2021, doi: 10.1108/CC-04-2020-0011. 
[16] L. P. Santiari, S. Sariyasa, and I. K. N. Arintasuta, “Analysis of archives management at Universitas Pendidikan Ganesha,” 

Proceedings of the 4th International Conference on Innovative Research Across Disciplines (ICIRAD 2021), 2021, doi: 

10.2991/assehr.k.211222.046. 
[17] E. G. Mense, P. A. Lemoine, C. J. Garretson, and M. D. Richardson, “The development of global higher education in a world of 

transformation,” Journal of Educational Development, vol. 2, no. 3, p. 47, Sep. 2018, doi: 10.20849/jed.v2i3.529. 

[18] E. N. Makwae, “Legal frameworks for personnel records management in support of accountability in devolved governments: a 
case of Garissa County Government,” Records Management Journal, vol. 31, no. 2, pp. 109–133, Jul. 2021, doi: 10.1108/RMJ-

05-2019-0024. 

[19] L. Darling-Hammond and P. Youngs, “Defining ‘highly qualified teachers’: what does ‘scientifically-based research’ actually tell 
us?” Educational Researcher, vol. 31, no. 9, pp. 13–25, Dec. 2002, doi: 10.3102/0013189X031009013. 

[20] Y. Zhong, Y. Li, J. Ding, and Y. Liao, “Risk management: exploring emerging human resource issues during the COVID-19 

pandemic,” Journal of Risk and Financial Management, vol. 14, no. 5, p. 228, May 2021, doi: 10.3390/jrfm14050228. 
[21] C. U. Ukwadinamor, A. Subomi, and Oduguwa, “Impact of work overload and work hours on employee’s performance of 

selected manufacturing industries in Ogun State,” IOSR Journal of Business and Management, vol. 22, no. 11, pp. 16–25, 2020, 

doi: 10.9790/487X-2211011625. 
[22] M. I. Hendri, “The mediation effect of job satisfaction and organizational commitment on the organizational learning effect of the 

employee performance,” International Journal of Productivity and Performance Management, vol. 68, no. 7, pp. 1208–1234, Sep. 

2019, doi: 10.1108/IJPPM-05-2018-0174. 
[23] S. Maria, D. Lestari, E. Rochaida, D. C. Darma, and H. R. Rahmawati, “Self-efficacy, organizational commitment, and employee 

performance-from public office,” Cactus Tourism Journal, vol. 1, no. 3, Aug. 2021, doi: 10.24818/CTS/3/2021/1.01. 

[24] N. K. T. Sahyoni and I. W. G. Supartha, “The effect of organizational culture, organizational commitment and job satisfaction on 
organizational citizenship behavior,” American Journal of Research in Humanities and Social Sciences, vol. 4, no. 3, pp. 425–

432, 2020, [Online]. Available: https://www.ajhssr.com/wp-content/uploads/2020/03/ZZB2043425432.pdf. 

[25] E. Ariyanto, “Analysis of the relationship between organizational commitment, job satisfaction, and employee job performance at 
PT Star Capital Jakarta,” IOSR Journal of Business and Management, vol. 22, no. 7, pp. 21–30, 2020. 

[26] L. Sartika, F. Fatimah, and D. I. Asiati, “The effect of competence, job placement and job satisfaction on employee performance 

at the Regional Office VII BKN,” International Journal of Business, Management and Economics, vol. 3, no. 3, pp. 257–270, Jul. 
2022, doi: 10.47747/ijbme.v3i3.752. 

[27] A. Cardoso et al., “Trust and loyalty in building the brand relationship with the customer: empirical analysis in a retail chain in 

Northern Brazil,” Journal of Open Innovation: Technology, Market, and Complexity, vol. 8, no. 3, p. 109, Sep. 2022, doi: 
10.3390/joitmc8030109. 

[28] N. Ifadah, A. Alimudin, T. Utoyo, and J. Suyono, “Work loyalty and employee performance: the mediating role of organizational 

commitment,” Proceedings of the International Conference on Industrial Engineering and Operations Management, 2021, 
[Online]. Available: http://ieomsociety.org/proceedings/2021monterrey/571.pdf. 

[29] A. Bieńkowska, A. Koszela, A. Sałamacha, and K. Tworek, “COVID-19 oriented HRM strategies influence on job and 

organizational performance through job-related attitudes,” PLoS One, vol. 17, no. 4, 2022, doi: 10.1371/journal.pone.0266364. 
[30] A. Prasetya, “Analysis of factors that influence employee performance (study on permanent employees in operational section of 

PT Wimcycle Indonesia-Surabaya),” Profit, vol. 12, no. 1, pp. 1–12, Dec. 2018, doi: 10.21776/ub.profit.2018.012.01.1. 

[31] C. Mbore and T. Cheruiyot, “Employee performance measurement and management in the African public sector,” International 
Journal of Sciences: Basic and Applied Research, vol. 36, no. 1, pp. 187–201, 2017. 

[32] M. A. Akinbowale, M. E. Lourens, and D. C. Jinabhai, “Employee performance measurement and performance appraisal policy in 

an organisation,” Mediterranean Journal of Social Sciences, vol. 5, no. 9, May 2014, doi: 10.5901/mjss.2014.v5n9p342. 
[33] L. Stasielowicz, “How important is cognitive ability when adapting to changes? A meta-analysis of the performance adaptation 

literature,” Personality and Individual Differences, vol. 166, p. 110178, Nov. 2020, doi: 10.1016/j.paid.2020.110178. 

[34] J. Herrera and C. De Las Heras-Rosas, “The organizational commitment in the company and its relationship with the 

psychological contract,” Frontiers in Psychology, vol. 11, Jan. 2021, doi: 10.3389/fpsyg.2020.609211. 



Int J Eval & Res Educ  ISSN: 2252-8822  

 

Investigating employee performance in higher education: The role of satisfaction and … (Zafira Yasmin) 

1827 

[35] L. Candelario, D. J. Tindowen, M. J. Mendezabal, and P. Quilang, “Organisational commitment and job satisfaction among 
government employees,” International Journal of Innovation, Creativity and Change, vol. 13, no. 10, 2020. 

[36] A. Musawer, D. K. Amarkhil, and M. Laiq, “Factors influencing employees’ intention to leave job,” International Journal of 

Innovations in Engineering Research and Technology, vol. 8, no. 2, 2021. 
[37] B. Srirangam Ramaprasad, N. Prabhu K.P., S. Lakshminarayanan, and Y. P. Pai, “Human resource management practices and 

organizational commitment: research methods, issues and future directions (2001-2016),” Industrial and Commercial Training, 

vol. 49, no. 6, pp. 277–287, Nov. 2017, doi: 10.1108/ICT-05-2017-0033. 
[38] A. Frastika and R. Franksiska, “The impact of motivation and environment on employee performance with organizational 

commitment as intervening variable,” International Journal of Social Science and Business, vol. 5, no. 4, p. 551, Dec. 2021, doi: 

10.23887/ijssb.v5i4.39908. 
[39] N. S. AlKahtani et al., “Impact of employee empowerment on organizational commitment through job satisfaction in four and 

five stars hotel industry,” Management Science Letters, vol. 11, no. 3, pp. 813–822, 2021, doi: 10.5267/j.msl.2020.10.022. 

[40] I. Ahakwa, J. Yang, E. Agba Tackie, and S. Atingabili, “The influence of employee engagement, work environment and job 
satisfaction on organizational commitment and performance of employees: a sampling weights in pls path modelling,” SEISENSE 

Journal of Management, vol. 4, no. 3, pp. 34–62, May 2021, doi: 10.33215/sjom.v4i3.641. 

[41] R. Rusmawati and H. B, “The effect of organizational climate on employee job satisfaction at PT. Persada Crown in Jakarta,” 
Kontigensi: Jurnal Ilmiah Manajemen, vol. 9, no. 2, pp. 313–317, Nov. 2021, doi: 10.56457/jimk.v9i2.167. 

[42] N. Suardhita, A. Rafik, and O. Siregar, “Analysis of the effect of motivation and job satisfaction on employee performance in PT 

Gagas Energi Indonesia Jakarta,” Journal of Industrial Engineering & Management Research, vol. 1, no. 3, pp. 209–217, 2020, 
doi: https://doi.org/10.7777/jiemar.v1i3.80. 

[43] V. Chandra and Y. C. W. A. Margono, “The effect of satisfaction at work in employee turnover intention,” Jurnal Riset Ekonomi 

dan Bisnis, vol. 14, no. 3, p. 201, Dec. 2021, doi: 10.26623/jreb.v14i3.4311. 
[44] E. M. Putra and L. Asnur, “Analysis of employee satisfaction towards salary, position, position promotion, and supervision,” 

International Journal of Social Science and Business, vol. 4, no. 4, p. 569, Dec. 2020, doi: 10.23887/ijssb.v4i4.30411. 

[45] A. Mehrad, “Pay, promotion, work, supervision, and coworker as dimensions of academicians job satisfaction at public research 
universities in Klang Valley, Malaysia,” Journal of Social Science Research, vol. 17, pp. 55–60, Apr. 2021, doi: 

10.24297/jssr.v17i.9011. 

[46] F. I. Nugroho and M. Muafi, “The effect of ethical climate and job satisfaction on turnover intention mediated by organizational 
commitment,” Jurnal Bisnis: Teori dan Implementasi, vol. 12, no. 1, pp. 12–22, May 2021, doi: 10.18196/jbti.v12i1.10332. 

[47] P. Dhamija, S. Gupta, and S. Bag, “Measuring of job satisfaction: the use of quality of work life factors,” Benchmarking: An 

International Journal, vol. 26, no. 3, pp. 871–892, Mar. 2019, doi: 10.1108/BIJ-06-2018-0155. 
[48] R. de Barros Ahrens, L. da Silva Lirani, and A. C. de Francisco, “Construct validity and reliability of the work environment 

assessment instrument WE-10,” International Journal of Environmental Research and Public Health, vol. 17, no. 20, p. 7364, 

Oct. 2020, doi: 10.3390/ijerph17207364. 
[49] J. D. Chee, “Pearson's Product-Moment Correlation: Sample Analysis,” May 2013. [Online]. Available: 

https://www.researchgate.net/publication/262011045_Pearson%27s_Product-Moment_Correlation_Sample_Analysis. 

[50] A. Kusmintarti, A. Thoyib, K. Ashar, and G. Maskie, “The relationships among entrepreneurial characteristics, entrepreneurial 
attitude, and entrepreneurial intention,” IOSR Journal of Business and Management, vol. 16, no. 6, pp. 25–32, 2014, doi: 

10.9790/487X-16622532. 

[51] K. Quaigrain and A. K. Arhin, “Using reliability and item analysis to evaluate a teacher-developed test in educational 
measurement and evaluation,” Cogent Education, vol. 4, no. 1, Jan. 2017, doi: 10.1080/2331186X.2017.1301013. 

[52] D. G. Bonett and T. A. Wright, “Cronbach’s alpha reliability: Interval estimation, hypothesis testing, and sample size planning,” 

Journal of Organizational Behavior, vol. 36, no. 1, pp. 3–15, Jan. 2015, doi: 10.1002/job.1960. 
[53] A. Anekawati, B. W. Otok, Purhadi, and Sutikno, “Structural equation modelling with three schemes estimation of score factors 

on partial least square (case study: the quality of education level SMA/MA in Sumenep regency),” Journal of Physics: 

Conference Series, vol. 855, p. 012006, Jun. 2017, doi: 10.1088/1742-6596/855/1/012006. 
[54] J. Zhang, J. Ding, and Y. Yang, “Is a classification procedure good enough?-a goodness-of-fit assessment tool for classification 

learning,” Journal of the American Statistical Association, vol. 118, no. 542, 2023, doi: 10.1080/01621459.2021.1979010. 
[55] G. Dash and J. Paul, “CB-SEM vs PLS-SEM methods for research in social sciences and technology forecasting,” Technological 

Forecasting and Social Change, vol. 173, p. 121092, Dec. 2021, doi: 10.1016/j.techfore.2021.121092. 

[56] L. Hu and P. M. Bentler, “Cutoff criteria for fit indexes in covariance structure analysis: Conventional criteria versus new 
alternatives,” Structural Equation Modeling: A Multidisciplinary Journal, vol. 6, no. 1, pp. 1–55, Jan. 1999, doi: 

10.1080/10705519909540118. 

[57] B. G. Tabachnick and L. S. Fidell, Using multivariate statistics, Sixth. Pearson Education, Inc., 2019. 

[58] Wahyudin, M. Risal, and I. Tahier, “Employee performance in effect of organizational commitment and work attitude (study at 

the regional revenue service of Palopo City),” Jurnal Mantik, vol. 6, no. 1, pp. 276–279, 2022, [Online]. Available: 

https://iocscience.org/ejournal/index.php/mantik/article/view/2221/1803. 
[59] F. Fachrudi, P. Parwoto, and A. B. Saluy, “The influence of leadership and organizational commitment on employee performance 

through working disciplines as intervening variables,” Dinasti International Journal of Management Science, vol. 3, no. 1, pp. 1–

22, Sep. 2021, doi: 10.31933/dijms.v3i1.928. 
[60] C. P. Bushiri, “The impact of working environment on employees’ performance: the case of Institute of Finance Management in 

Dar es Salaam Region,” University of Tanzania, 2014. 

[61] R. R. N. Ariawaty, “Improve employee performance through organizational culture and employee commitments,” Jurnal Aplikasi 
Manajemen, vol. 18, no. 2, pp. 318–325, Jun. 2020, doi: 10.21776/ub.jam.2020.018.02.12. 

[62] I K. Suantara, N. W. Sitiari, and P. N. S. Yasa, “The role of organizational commitments mediates the effect of competence on 

employee performance in PT. Bali Tangi Spa Production,” Jurnal Ekonomi & Bisnis JAGADITHA, vol. 7, no. 1, pp. 53–64, Apr. 
2020, doi: 10.22225/jj.7.1.1653.53-64. 

[63] M. Mohiuddin, E. Hosseini, S. B. Faradonbeh, and M. Sabokro, “Achieving human resource management sustainability in 

Universities,” International Journal of Environmental Research and Public Health, vol. 19, no. 2, p. 928, 2022, doi: 
https://doi.org/10.3390/ijerph19020928. 

[64] K. Y. Lam et al., “How does job satisfaction affect the job performance of employees?” Asia Pacific Journal of Management and 

Education, vol. 3, no. 2, pp. 22–32, Jul. 2020, doi: 10.32535/apjme.v3i2.844. 
[65] M. S. Omar, N. Rafie, and S. Ahmad Selo, “Job satisfaction influence job performance among polytechnic employees,” 

International Journal of Modern Trends in Social Sciences, vol. 3, no. 14, pp. 39–46, Dec. 2020, doi: 10.35631/IJMTSS.314003. 

 



      ISSN: 2252-8822 

Int J Eval & Res Educ, Vol. 12, No. 4, December 2023: 1819-1828 

1828 

[66] B. Bashir and A. Gani, “Testing the effects of job satisfaction on organizational commitment,” Journal of Management 

Development, vol. 39, no. 4, pp. 525–542, Jan. 2020, doi: 10.1108/JMD-07-2018-0210. 
[67] D. Nisa Romadhani, K. C. Kirana, and E. D. Subiyanto, “Work culture and job satisfaction on performance with motivation as 

intervening variable,” Jurnal Riset Bisnis dan Manajemen, vol. 15, no. 01, pp. 7–14, Feb. 2022, doi: 10.23969/jrbm.v15i01.5164. 

[68] A. Alam and M. Asim, “Relationship between job satisfaction and turnover intention,” International Journal of Human Resource 
Studies, vol. 9, no. 2, p. 163, Apr. 2019, doi: 10.5296/ijhrs.v9i2.14618. 

[69] P. Mega, M. Sri, S. R. Budi, P. Ardi, and H. Tetra, “The antecedent and impact of job satisfaction and organizational commitment 

on employee performance of Department of Transportation in East Kalimantan, Indonesia,” Economics & Business, vol. 2, no. 32, 
pp. 16–34, 2020, doi: http://dx.doi.org/10.18551/econeurasia.2020-02.03. 

[70] T. Hidayah and D. S. K. Tobing, “The influence of job satisfaction, motivation, and organizational commitment to employee 

performance,” International Journal of Scientific & Technology Research, vol. 7, no. 7, 2018. 

 

 

BIOGRAPHIES OF AUTHORS 

 

 

Zafira Yasmin     is a researcher in the field of Education, from the Office 

Management Study Program, Faculty of Economics and Business Education, Universitas 

Pendidikan Indonesia, Indonesia. Educational scientific writing in various educational journals 

and articles. The focus of the study being developed is the development of educational 

institutions and office administration. Studies on organizational commitment and job 

satisfaction as well as employee performance have become one of the writings on educational 

development during the COVID-19 period. Zafira also develops research on student-centered 

learning, critical thinking skills development and 21st century education. She can be contacted 

at email: zafirayasmin@upi.edu. 

  

 

Edi Suryadi     is Professor at the Office Management Education Study Program, 

Faculty of Economics and Business Education, Universitas Pendidikan Indonesia, Indonesia. 

The first Dean of FPEB for the period of 2008-2012 who previously served as Head of the 

Department of Economics Education. Vice Chancellor of Finance, Resources and General 

Administration, University of Education Indonesia. Various researches with international 

reputation and as main sources on Business Communication studies, models and research 

methods as the main studies in the development of education. He can be contacted at email: 

edi.suryadi@upi.edu. 

  

 

Budi Santoso     is an associate professor at Office Management Education, Faculty 

of economics and business education, Universitas Pendidikan Indonesia, Indonesia. Various 

studies in the field of office administration with a focus on Educational Leadership studies. 

Previously served as head of archives at the University of Indonesia Education with the 

Electronic Signature Implementation program for Leadership Elements. His publication topics 

including Human Resources Information System to Improve Employee Performance, 

Implementation of Management Performance: SAKIP in Strengthening Bureaucratic Reform, 

The Effect of Situational Leadership and Motivation on Employee Performance, Improving 

The Employee Performance Through Spiritual Commitment. He can be contacted at email: 

budisantoso@upi.edu. 

  

 

Suparno     is a senior lecturer at the Faculty of Economics, Universitas Negeri 

Jakarta, Indonesia. Graduated Doctoral from the University of Education Indonesia. He is the 

head of the department of economic education and the Principal of a High School. The main 

study is about education in higher education with literacy, media and evaluation. His research 

is a lot about developing entrepreneurial skills in universities, digital business startups, higher-

order thinking skills, developing e-book learning, hypermedia and various accelerated learning 

in competency-based universities, media and learning laboratories. Actively researching, 

writing, and providing training in research methods, reviewer in several national and 

international journals (Scopus indexed). He can be contacted at email: suparno@feunj.ac.id or 

suparno@unj.ac.id. 

 

https://orcid.org/0000-0003-4338-5441
https://orcid.org/0000-0001-9861-0410
https://scholar.google.com/citations?user=Rfk-nAMAAAAJ&hl=en
https://www.scopus.com/authid/detail.uri?authorId=57189073450
https://orcid.org/0000-0001-9499-8905
https://scholar.google.co.id/citations?user=vcFTEZAAAAAJ&hl=en
https://www.scopus.com/authid/detail.uri?authorId=57220032991
https://orcid.org/0000-0002-5518-0489
https://scholar.google.co.id/citations?hl=id&user=CRjLoeQAAAAJ&view_op=list_works&sortby=pubdate
https://www.scopus.com/authid/detail.uri?authorId=57221652490

