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Abstract. PT. Pertamina is the company with the largest revenue in Indonesia
in 2021 and is one of the companies included in the Fortune 500 list and has
5,400 gas stations throughout Indonesia. Therefore, this study needs to be studied
to determine the effect of job satisfaction on the performance of PT Pertamina
EP Surabaya employees. This study uses a quantitative approach by distributing
questionnaires to 30 PT Pertamina EP Surabaya employees. The research data
were analyzed by multiple linear regression and path analysis. The results showed
that job satisfaction did not have a direct effect on employee performance but had
an indirect effect on employee performance through organizational commitment.
This is indicated by the total value of t statistic 6.8517 1.96. In this study, it can
be concluded that individuals with high job satisfaction will affect organizational
commitment. In contrast, individuals with a high organizational commitment level
will affect employee performance. It can be seen that there is an indirect relation-
ship between job satisfaction and employee performance through organizational
commitment.
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1 Introduction

Employee performance is one of themain factors that affect the condition of the company
or agency. Rosita & Yuniati (2016) mention that performance cannot be separated from
the company. Fulfilling employee rights by providing facilities, implementing rules and
regulations, and creating comfortable situations and conditions can affect employee
performance. Therefore, the fulfillment of human resource satisfaction in a company
becomes a benchmark for the company’s progress. This statement is reinforced by the
opinion expressed by Rosita & Yuniati (2016), namely that the success in achieving
the company’s vision and mission is indicated by the quality of human resources in
the company. Therefore, efforts to improve employee performance are both a task and a
challenge for companymanagement. Increased employee performance can be influenced
by one factor in human resource management, job satisfaction.
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Job satisfaction and organizational commitment are indicators that can improve
employee performance in the company. The success of an organization is seen by how
much employees do their jobs well and follow organizational goals. Therefore, before
the company has good employee performance, the company can increase employee job
satisfaction. Job satisfaction is according to the emotional state of the individual that
supports or does not support where employees assess their work so far (Handoko, 2009).
This opinion is in line with Drs. Tjihno Windryanto, M.Si (2004: 80) states that job sat-
isfaction is an emotional condition of a person, either negative or positive, in assessing
the side of the work they are living. This is reinforced by a brief opinion from Robbins
(1996), which states that job satisfaction is an individual’s positive emotional expression
and is indicated by a general attitude toward his work. Meanwhile, Miner (1998) states
that job satisfaction is often seen as an employee’s attitude toward their work.

Individuals who have low job satisfaction will have an impact aspect of decreased
morale. Triwahyuni (2017) mentions that employees who do not have a high level of
job satisfaction can make workers lazy, which impacts performance. In addition, low
job satisfaction can lead to work strikes, sluggish performance, and even employee
turnover. Hidayat (2011) in (Triwahyuni, 2017) strengthens by stating that the company
will benefit if it can improve employee performance because individuals who have good
performance can complete the responsibilities given, minimize damage, and reduce the
number of employee turnover. According to Mangkunegara (2005: 118), job satisfac-
tion is related to turnover, age of workers, position, size of the company organization,
and even the level of employee absenteeism. Thus, Rivai (2004: 479) states that job
satisfaction has many indicators influencing employee performance, such as organiza-
tional management, working environment conditions, wages or salaries, opportunities
for advancement, supervision, and job content. In addition, Luthansmentions that job sat-
isfaction indicators consist of employee satisfaction with the salary system, promotions,
work undertaken, co-workers, and facilities.

In addition, another factor that can affect the performance of employees in the com-
pany is organizational commitment. Employees with high organizational commitment
have different attitudes than thosewith low commitment. According to Streets and Porter
(2001), organizational commitment is the involvement of individuals in an organization.
A strong belief indicates the organization’s goals and the willingness to make certain
efforts for its benefit. Another opinion on organizational commitment as a trait that con-
nects with individuals and work organizations. Individuals have confidence in the values
of an organization, its goals, and the willingness to contribute to an organization. (Ward-
hani et al. 2015). Triwahyuni (2017) states that organizational commitment significantly
influences employee turnover because individuals with a high level of commitment tend
to seek the company’s development. In addition, organizational commitment can also
reduce the number of absenteeism in a company. In line with the opinion conveyed by
Beckhoff (1977) that organizational commitment has a positive significance in influenc-
ing individual performance. If organizational commitment decreases or worsens among
employees, it will cause losses for the organization.

According to Meyer and Allen (1991), the types of organizational commitment have
three dimensions: normative, sustainable, and effective. Normative commitment (nor-
mative commitment) is related to employee morale, so employee behavior is based on
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accurate indicators according to each individual. This is in line with what was conveyed
by Wiener in the overall interpretation of individual norms as the basis for behavior to
achieve the goals of the organization. It can be concluded that normative commitment
is a feeling of obligation to survive working in the organization. Second, continuance
commitment is a type of commitment that will determine whether individuals stay for
the organization or leave the organization. Individuals who need values tend to stay
in the organization because individuals have needs by taking into account profits and
losses. Third, affective commitment is related to employee emotions, affecting employee
involvement in the organization. The emotional factor can be a strong commitment of
employees to keep working in the organization. Therefore, it can be seen that a per-
son’s psychological condition can show the relationship between employees and the
organization with the form of behavior to survive or choose to leave the organization.

Not only that, Luthans (2006) mentions that aspects of organizational commitment
can also affect individual performance. Aspects of organizational commitment consist
of, first, the desire to remain a member of the organization in earnest. Second is the
willingness to contribute to the interests of the organization. Third, firm beliefs and
attitudes to accept the goals and values of the organization. Allen and Meyer (1991)
also mention that organizational commitment consists of work loyalty, self-contribution,
and self-satisfaction or happiness at work. Individuals with an organizational commit-
ment to themselves tend to have a strong organizational commitment. Factors that can
affect an individual’s organizational commitment consist of internal factors related to
the individual’s personality, tenure, age, gender, and even the need for achievement.

In comparison, the external factors are the first, related to individual work, such as
interactions between employees, individual roles, and even communication in the orga-
nization. Second, related to organizational structure, working environment conditions,
and work facilities in the organization. Third, work experience is related to individ-
ual recognition by the organization, for example, dependability, importance, and peer
perceptions of individuals (Triwahyuni, 2017).

Both job satisfaction and organizational commitment variables can indicate individ-
ual performance in the organization. This is in line with the reference of this research
conducted (Triwahyuni, 2017), showing that these two variables influence employees’
performance at PT Pindad Turen Kab. Poor. This is in line with the research researched
by (Diana Sulianti KL Tobing, 2009), which states that the results of his research are
that there is a correlation between organizational commitment and job satisfaction on
employee performance at PT Perkebunan Nusantara III in North Sumatra. Reinforced
by (Rosita & Yuniati, 2016), who obtained research results that there is a correlation
between variables and employee performance. Another study examined by (Suwardi &
Utomo, 2011) used three variables by adding a work motivation variable to measure the
relationshipwith employee performance. The research shows a sign of the three variables
on employee performance. Some of these studies focus on the object of research in one
organization. Therefore, this research is important to examine to determine employees’
performance in companies shaded by SOEs, one of which is PT. Pertamina. This com-
pany is managed by a State-Owned Enterprise and was established in 1957 until now.
PT. Pertamina continues expanding branches throughout Indonesia and has reached 14
zones to Papua. This study focuses on zone 11, which coincides with the Surabaya area.
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This study aims to determine employees’ potential performance in state-owned com-
panies by assessing the level of job satisfaction and organizational commitment to the
company.

2 Methods

There are three variables in this study, namely the independent variable (X1), which is
a variable that affects the Y variable, and in this study is job satisfaction. The inter-
vening variable is organizational commitment. Moreover, The dependent variable (Y)
is a variable that is influenced by the independent variable and, in this study, employee
performance.

2.1 Research Subject

This research uses quantitative research. Sugiyono (2017) states that quantitative
research is a type of research that uses statistical analysis and is in the form of num-
bers. Sugiono (2011) also states that quantitative research has a scientific basis, namely
the philosophy of positivism as the basis for researching certain populations and sam-
ples. The location of this research was conducted in one of the state-owned companies
in Indonesia, namely PT. Pertamina has its address at Jl. Veteran No. 6–8 Kremban-
gan Selatan Surabaya. The population and sample of the study were as many as 30
employees willing to become respondents. The sampling technique used was the Quota
sampling technique. This technique provides an opportunity for the population to be
sampled according to superiors’ permission and employees’ wishes. The data collec-
tion technique of this research used the distribution of questionnaires to the research
sample. Therefore, this research’s data sources consist of primary and secondary data.
Primary data was obtained from respondents’ answers to questions distributed through
questionnaires. In comparison, secondary data is obtained from company documents,
article references, and other information to assist research studies (Triwahyuni, 2017).

The research instrument consists of a scale of job satisfaction as an independent
variable, organizational commitment as an intervening variable, and employee perfor-
mance as the dependent variable. So, the data analysis technique used is the correlation
data analysis technique between variables using the SPSS (Statistics Program for Social
Science) application.

3 Results

Characteristics of Respondents Based on Gender. Based on the data that has been
obtained, the characteristics of respondents based on gender can be seen in Table 1.

Based on the characteristics of the respondents by gender, it was found that from 30
respondents, there were 20 male workers (66.7%) and ten female workers (33.3%).

Characteristics of Respondents Based on Age. Based on the data that has been
obtained, the characteristics of respondents based on age can be seen in Table 2.
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Table 1. Characteristics of Respondents Based on Gender

Gender Total Percentage

Male 20 persons 66.7%

Female Ten persons 33.3%

Total 30 people 100%

Table 2. Characteristics of Respondents Based on Age

Age Total Percentage

25–30 Years Seven people 23.3%

31–35 Years Eight people 26.7%

36–40 Years Eight people 26.7%

41–45 Years Four people 13.3%

46–50 Years Two people 6.7%

>50 Years One person 3.3%

Total 30 people 100%

Table 3. Characteristics of Respondents Based on Years of Service

Period of Service Total Percentage

1–5 Years 11 people 36.7%

6–10 Years Six people 20%

11–15 Years 12 people 40%

16–20 Years 0 people 0%

>20 Years One person 3.3%

Total 30 people 100%

Based on the characteristics of the respondents according to the age of the workers,
the data showed that from 30 respondents, there were seven workers aged 25–30 years,
31–35 years, as many as eight people, 36–40 years as many as eight people, 41–45 years
as many as four people, 46–50 years as many as two people, and those who are more
than 50 years old there is one person.

Characteristics of Respondents Based on Working Period. Based on the data that
has been obtained, the characteristics of respondents based on years of service can
be seen in Table 3.

Based on the data that has been obtained, the characteristics of the respondents
according to the period of service of the workers can be seen that of the 30 respondents,
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Table 4. Multiple Linear Regression Test Results

Variable t Hypothesis

Job Satisfaction
Dependent Variable: Employee Performance

0.514 Rejected

Organizational Commitment
Dependent Variable: Employee Performance

3.310 Accepted

Job Satisfaction
Dependent Variable: Employee Commitment

2,070 Received

11 people had a working period of 1–5 years, six people for 6–10 years, 12 people for
11–15 years, during the working period. 16–20 years does not exist, and as many as one
people over 20 years. Therefore, it can be concluded that most respondents are in the
working period for 11–15 years.

Research Analysis. The analysis in this study uses multiple linear analyses and path
analysis. Before multiple linear analyses, validity, reliability, and classical assumption
tests were conducted. From the data validity test results, it is evident that all data are
valid where the significance value is less than 0.05. Likewise, with the reliability test
results, it is proven that the data is reliable where the significance value is more than
0.06.

Several steps are taken in this classical assumption test, namely the normality
test, multicollinearity test, heteroscedasticity test, and autocorrelation test. The data
in this study were normally distributed and had no problems with multicollinearity,
heteroscedasticity, and autocorrelation. And then, multiple linear tests can be performed.

3.1 Multiple Linear Regression Test

The results of the multiple linear regression test, are shown in Table 4.
Based on the results of the multiple linear regression test in the Table 4, the t-table

value of the level of job satisfaction on employee performance is 0.514. In contrast,
the t-table level is less than 1.96. This means that job satisfaction does not significantly
affect employee performance. However, based on the test, organizational commitment
positively impacts employee performance with a t-table value of 3.310. Likewise, job
satisfaction is significantly positive for employee commitment, with a t-table value of
2,070.

Path Analysis. Path analysis determines the relationship and influence between vari-
ables directly or indirectly on firm value. Based on the path analysis, test results obtained
are shown in Table 5.

Based on the Table 5, it can be seen that the data shows the effect of job satis-
faction and organizational commitment have a different significant effect on employee
performance at PT Pertamina. Where job satisfaction has a negative significance, and
organizational commitment positively impacts employee performance (Fig. 1).
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Table 5. Path Analysis Test Results

Variable T Hypothesis

Job Satisfaction - Employee Performance 0.514 Rejected

Organizational Commitment - Employee Performance 3.310 Accepted

Job Satisfaction - Employee Commitment 2,070 Accepted

Commitment Or-
ganizational (Z)

Job Satisfaction (X) Employee Performance (Y)

3.310 2.070

Fig. 1. Track Analyst

Table 6. Analysis Results Track

X > Y 0.514 <1.96 Rejected

X > Z 3.310 >1.96 Accepted

Z > Y 2.070 >1.96 Accepted

X � Z > Y 3.310 X 2.070
=6.8517

>1.96 Accepted

In path analysis,what is seen are direct and indirect effects. Based on the path analysis
test above, the direct effect has a t-table value of 0.514, meaning job satisfaction has
no direct effect on employee performance. At the same time, the direct effect is the
result of the multiplication of job satisfaction on organizational commitment with an
organizational commitment to employee performance which, if in statistical form, is
3.310× 2.070= 6.8517.Based on these results, it is known that the direct value is smaller
than the indirect value, which means that indirect job satisfaction through organizational
commitment significantly affects employee performance (Table 6).

Descriptive Analysis Test. After performing amultiple linear regression test, a descrip-
tive analysis test was conducted to find more specific results from the characteristics of
respondents based on gender and years of service in the research variables. Therefore,
the results of the descriptive analysis test are shown in Table 7.

Based on the results of the descriptive analysis of data based on gender, it can
be seen in the Table 7 that male employees have high job satisfaction, with several
respondents being 15 employees at PT Pertamina Surabaya. On the other hand, male
employees occupy the highest rank on organizational commitment and employee perfor-
mance, whereas for organizational commitment, there are 14 employees and employee
performance for 19 employees.
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Table 7. Descriptive Analysis Test Results Based on Gender

Variables Gender

Male Female

Low Medium High Low Medium High

Job Satisfaction 0 5 15 0 2 8

Organizational Commitment 0 6 14 0 5 5

Employee Performance 0 1 19 0 1 9

Table 8. Descriptive Analysis Test Results Based on Service

Period
(Years)

Variable

Job Satisfaction Organizational
Commitment

Employee Performance

Low Medium High Low Medium High Low Medium High

1–5 0 4 7 0 7 4 0 1 10

6–10 0 0 6 0 4 2 0 1 5

11–15 0 3 9 0 0 12 0 0 12

>20 0 0 1 0 0 1 0 0 1

Based on the results of descriptive analysis of data based on employee tenure, it can
be seen in the Table 8 that employees with job satisfaction, organizational commitment,
and high performance are owned by employees with 11 to 15 years of service.

4 Discussion

The results of this study indicate that there is no effect of job satisfaction on employee
performance, so it can be concluded that job satisfaction has no direct effect on employee
performance at PT Pertamina Surabaya. This means that higher or lower job satisfaction
does not fully affect employee performance. This study’s results contradict Rosita and
Yuniati’s (2016) research, where there is a positive and significant influence on employee
performance. Likewise with Diana Sulianti’s research (2009) where there is a correlation
between organizational commitment and job satisfaction on employee performance.

This study failed to prove the effect of job satisfaction on employee performance
at PT Pertamina Surabaya. This is a natural thing that is still experienced by several
companies or organizations, and which are also still being debated that the influence
of job satisfaction on performance by Robbins and Judge (2016) has been successful.
However, many studies have proved that the higher the employee or worker satisfaction
level, the higher the employee’s performance. It is also increasing.
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4.1 The Effect of Job Satisfaction on Organizational Commitment

Commitment in every employee to the company or organization is certainly an important
factor in a company or organization. Luthans (2005) defines organizational commitment
as the individual’s strong desire to survive in a company, having the desire to work hard
according to the company’s or organization’s goals, certain beliefs, and acceptance of
organizational values and goals. An organizational commitment can be achieved because
of job satisfaction by employees because of the feeling of pleasure and comfort for what
individuals get from the company where they work, which includes leadership factors,
good communication between employees and leaders as well as between employees as
well as good cooperation within the company.

In this study, employee job satisfaction at PT Pertamina EPCepu Surabaya positively
and significantly influences organizational commitment. This is in line with what is said
by Monday (1982), who defines work commitment as the strength and involvement of
individualswithworkorganizations.The studybyMowdey shows thatwork commitment
is an important and quite reliable influence, where employees with a high level of work
commitment will be more persistent and productive and oriented towards achieving the
goals of the organization or company concerned.

Regarding the positive relationship between job satisfaction and organizational com-
mitment, a study byWu and Norman (2005) indicates that nurses who are more satisfied
with their work are also more committed to health services. In line with the study
conducted by Wu and Norman (2005), employees at PT Pertamina Surabaya get job
satisfaction while working at PT Pertamina Surabaya. Male workers feel the highest job
satisfaction. On the other hand, the work commitment of employees at PT Pertamina
Surabaya is in the high andmedium categories, meaning that employees at PT Pertamina
Surabaya have good organizational commitment. The highest organizational commit-
ment is in male employees. Therefore, male employees at PT Pertamina Surabaya tend
to have a high level of job satisfaction, and male employees have a high organizational
commitment at PT Pertamina Surabaya.

Meanwhile, based on years of service, the highest level of job satisfaction at PT
Pertamina Surabaya is felt by employees who have worked for approximately 11 to
15 years. In line with Lestari’s research (2007), there is a difference in job satisfaction
between employees with five years of service and those with ten years of service. Where
employees with five years of service tend to have lower levels of satisfaction, while
employeeswith ten years of service have high job satisfaction, Robbins and Judge (2012)
also state that the longer the employee works at his job, the less likely the employee will
resign from his job.

4.2 The Effect of Job Satisfaction on Employee Performance Through
Organizational Commitment

Several factors influence the high and low organizational commitment of an employee.
Stum states this in Sopiah (2008: 164): a culture of openness, satisfaction, personal
opportunities for development, discipline, and work rewards. Based on the results of
this study indicate that job satisfaction does not have a direct influence on employee
performance. However, indirectly, where the organizational commitment variable is the
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connecting variable, it has been proven that job satisfaction indirectly affects employee
performance at PT Pertamina Surabaya.

This study’s results alignwith research byRosita andYuniati (2016) that job satisfac-
tion is indirectly significantly positive for employee performance, where organizational
commitment is an intervening variable at PT Pharos Indonesia Surabaya. Judging by
the descriptive test data results, the job satisfaction and organizational commitment of
employees at PT Pertamina Surabaya are the highest owned by male employees and
employees with 11 to 15 years of service. Mangkunegara (2013) said that two factors
influence job satisfaction: work factors and personal factors. Personal factors include IQ,
special skills, age, gender, physical condition, education, work experience, personality,
emotions, ways of thinking, work attitudes, and perceptions. Both of these factors will
have an impact on employee performance.

The longer the employee is in an organization or company, the more experience,
and higher wages and other benefits costs will be attracted to stay. In addition, the
opportunity to get a promotion will also increase. Based on the results obtained, it can
be concluded that employees at PT Pertamina Surabaya have job satisfaction while
working at Pertamina, which indirectly, through proven organizational commitment,
affects increasing employee performance at PT Pertamina Surabaya. This is reinforced
by employee answers, including most employees answering about work relations with
colleagues and helping each other. In addition, as many as 20 out of 30 employees
answered that they enjoyed working with their co-workers. Then more respondents
answered I agree and strongly agree with directions, criticisms, and suggestions from
superiors to individuals, with 15 people answering agree, and 12 answerings strongly
agree. In another statement, their happiness affects the performance of employees at
PT. Pertamina. The answer indicates this to the statement that the individual is happy to
work in the company, answered agreeably by 23 respondents.

5 Conclusions and Recommendations

In this study, it can be concluded that individuals with high job satisfaction will affect
organizational commitment. In contrast, individuals with a high organizational commit-
ment level will affect employee performance. It can be seen that there is an indirect
relationship between job satisfaction to employee performance through organizational
commitment. Employee performance can be measured through the work of employees,
their behavior, and the nature of employees. Employee performance with organizational
commitment can be improved by increasing job satisfaction. So, factors that can encour-
age or affect employee job satisfaction are salary provision, supportive co-workers,
and work suitability with the abilities and skills of employees of PT. Pertamina has a
significant value on job satisfaction on organizational commitment, and organizational
commitment has a significant value on employee performance. This can be influenced
by the direct contract factor between employees and the company. In addition, PT. Per-
tamina is one of the companies shaded by BUMN. Therefore, PT. Pertamina becomes a
work target for individuals. This phenomenon can be one of two other factors influencing
job satisfaction on employee performance through organizational commitment.

On the other hand, the sampling of research with 30 employees using the quota
sampling technique directly cannot represent or describe the overall performance of
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employees at PT. Pertamina. Therefore, further research can examine research with
different samples. This can develop results from different zones or regions and be a
company benchmark.
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