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ABSTRACT 

This research was conducted with the aim of examining the influence exerted by quality of work life on organizational 

commitment through job satisfaction. The research object is located in Regional Public Company X with 89 permanent 

employees as a result of sample calculation through the use of proportional random sampling method. Distribution of 

questionnaires by online (google forms) and self administered questionnaire. Descriptive analysis techniques and Partial 

Least Square Structural Equation Model (SEM-PLS) were applied to test respondent data. The test results interpret that 

there is a significant and positive unidirectional influence of quality of work life on organizational commitment and job 

satisfaction. Likewise, there is also a positive and significant finding from job satisfaction to organizational 

commitment. Then, the indirect effect of quality of work life on organizational commitment through job satisfaction is 

positive but not significant. 
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1. INTRODUCTION 
A company is an organizational entity comprising 

diverse collections of resources directed towards 

achieving specific objectives. Among these 

organizational resources, human resources hold 

paramount significance as employees actively contribute 

to mobilizing and synergizing other factors within the 

company's operations [3]. A proficient company will 

experience growth and advancement by prioritizing 

human resources management to ensure optimal 

operation, particularly in navigating the ongoing 

dynamics of environmental and technological changes 

[7]. This statement serves as a crucial factor for 

companies to recognize the significance of addressing 

human resources issues proactively and effectively. 

There are diverse individual behavior patterns within 

a company, necessitating elements like organizational 

commitment to control and determine the company's 

capability to achieve its goals [24]. Most companies use 

commitment aspects such as length of service as a 

parameter for employees to obtain special benefits. 

Organizational commitment is considered one of the 

most important objectives of a company to maintain 

employee engagement and job continuity [17]. Elements 

such as discipline, creativity, loyalty, attendance, and 

various work attitudes of employees can be used to 

determine the level of organizational commitment [40]. 

The company must also pay attention to quality of work 

life, as it is a crucial issue since it is believed that quality 

of work life can enhance company productivity and many 

other essential elements [30]. There is a belief that every 

employee working for a company, from being hired to 

leaving the job, has the goal of fulfilling their needs and 

desires. Thus, the emergence of job satisfaction felt by 

employees is triggered by the fulfillment of their needs 

[28]. 

The improvement of quality of work life in a 

company is considered a specific strategy of human 

resources management implemented as an effort to help 

create a work-life balance in the workplace. Quality of 

work life policies are designed for employees to 

contribute and provide appropriate benefits to the 

organization, both in the present and in the future. One of 

the impacts of these policies can be seen in the level of 

organizational commitment. In line with the argument 

presented by [34 that quality of work life can be used as 

a foundation in shaping employees' commitment, 

satisfaction, and engagement, it is essential to have a 

proper understanding of striving for quality of work life 

because it is related to strengthening employees' 
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organizational commitment. This statement is similar to 

the findings of previous research conducted by [10], [27], 

and [16]. Considering this explanation, the hypotheses 

formulated are as follows: 

H1: Quality of work life influences Organizational 

commitment. 

The company's awareness of quality of work life is 

also one of the efforts to realize employees' job 

satisfaction in meeting their work-related needs. As the 

formation of job satisfaction can be influenced by various 

internal and external factors tailored to the standard needs 

and goals of each individual in performing their job. 

Weiss stated that job satisfaction is included in the 

fundamental parameters of individual success achieved 

when maintaining the relationship between oneself and 

the workplace [32]. Therefore, the adequate 

implementation of quality of work life plays a crucial role 

as the foundation of employees' desire to enhance their 

perceived job satisfaction. The results of previous 

research conducted by [15], [8], and [22] support the idea 

that the appropriateness of the quality of work life in a 

company is related to the level of employee job 

satisfaction. Based on the above discussion, the following 

hypotheses are formulated: 

H2: Quality of work life influences Job satisfaction. 

Job satisfaction of each employee is generated from 

their individual perspectives, which have different 

priority needs and evaluation outcomes, leading to 

various views regarding job satisfaction in each 

company. The level of job satisfaction impacts various 

aspects of behavior, and one of these impacts can be seen 

on organizational commitment. With an optimal level of 

job satisfaction, it can prevent employee turnover and 

excessive absenteeism, thereby increasing productivity 

and organizational commitment [13]. The high or low 

level of job satisfaction towards various job aspects plays 

a significant role in strengthening organizational 

commitment, indicating that the job satisfaction factor 

has the potential to exert a unidirectional influence on 

organizational commitment. Previous research 

conducted by [21], [5], and [9] supports the arguments 

that will be proven in this study. Therefore, the 

hypotheses formulated are as follows: 

H3: Job satisfaction influences organizational 

commitment. 

A work condition originates from the interaction 

among employees in the workplace and can reflect the 

quality of work life. When a company has made efforts 

to fulfill the quality of work life and receives positive 

responses from each employee, it will create job 

satisfaction conditions that contribute to strengthening 

organizational commitment. The research conducted by 

[35] revealed that the direct impact is weaker compared 

to the indirect impact in the relationship between quality 

of work life and organizational commitment. Therefore, 

job satisfaction functions as a mediating variable. Since 

job satisfaction acts as a mediator, an increase in quality 

of work life is considered to have an indirect impact on 

strengthening organizational commitment. Based on this 

explanation, the following hypotheses are formulated: 

H4: Quality Of Work Life influences Organizational 

Commitment through Job Satisfaction. 

This research prioritizes the formation of human 

resources based on the resources-based theory, through 

the implementation of quality of work life, which is 

considered capable of creating a favorable and balanced 

work environment in line with the needs of employees 

and promoting job satisfaction towards both the job and 

the work environment. This is also grounded in the theory 

of work adjustment, which states that companies must 

recognize the importance of the relationship between 

individuals and the work environment. With the presence 

of job satisfaction resulting from the fulfillment of all 

work-related needs that the company strives to achieve, 

employees will be more motivated to provide a positive 

response in the form of an intention to maintain their 

performance and membership as a form of organizational 

commitment. 

There is an empirical gap in the findings of previous 

research. With this gap, there is a possibility of exploring 

the relationship among the variables of quality of work 

life, organizational commitment, and job satisfaction 

again, to identify potential issues or grounds for further 

investigation. A research study by [31] found that quality 

of work life does not have a significant impact on 

organizational commitment because, even though a 

satisfactory quality of work life can create a comfortable 

work environment, there are still employees who remain 

indifferent to the company. The research results by [29] 

emphasize that there is no influence of quality of work 

life on job satisfaction because quality of work life is not 

the primary factor determining employee job satisfaction. 

Furthermore, the research by [39] demonstrates that there 

is no significant correlation between job satisfaction and 

organizational commitment, indicating that employees 

may feel dissatisfied with their job but, at the same time, 

feel comfortable working at that workplace. This sense of 

comfort is the main reason why employees continue to be 

part of the company. According to the research by [36] 

job satisfaction does not have an influence on 

organizational commitment, indicating that job 

satisfaction cannot be considered as a mediating variable. 

However, several other studies [4], [26], [12], and [35] 

are considered relevant as they demonstrate the 

relationships among quality of work life, organizational 

commitment, and job satisfaction. 

Observation in this research took place at Company 

X, a Regional Public Company. Field facts within the 

research object indicate that the enthusiasm and work 

integrity of employees at Company X are considered 

good when viewed from the performance level, which is 

calculated to be 96.31% achievement. However, this 

condition is not yet ideal as it is not supported by a good 

level of employee discipline. There are several 

employees who arrive at work beyond the applicable time 

limit, thereby impeding the achievement of the target for 
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attendance quality. Figure 1 illustrates the number of 

employees with late arrivals in the year 2022. 

 

Figure 1. Employee Attendance Data 

The lack of employees' awareness of the established 

regulations leads to violations. Employee discipline is 

crucial for the company since a high level of discipline 

represents the extent of employees' compliance with the 

existing rules. Therefore, the employees' lack of 

responsibility in the operational work process is 

considered a consequence of low organizational 

commitment [25].  

In addition to the low employee discipline in terms of 

attendance, Company X, a Regional Public Company, 

has also experienced periodic declines in the number of 

permanent employees. Therefore, the attrition rate of 

permanent employees from Company X has been 

consistently high over the years. This is evidenced by the 

decrease in the number of employees, which has 

decreased from 428 individuals in 2011 to 289 

individuals in the current year, 2023. Hence, 

organizational commitment is considered essential as it 

determines employees' attitudes to remain as members of 

the company [6]. Therefore, Company X needs to focus 

more on strengthening organizational commitment 

continuously enhancing job satisfaction that aligns with 

the creation of a proper quality of work life. 

2. METHOD 
This research is designed based on a quantitative 

approach, utilizing both descriptive research design and 

explanatory research design. It establishes the 

independent variable as quality of work life (X), the 

dependent variable as organizational commitment (Y), 

and the mediating variable as job satisfaction (Z). The 

research framework, depicted in Figure 2, follows the 

hypothesized relationships. 

 
Figure 2. Research Model 

Quality of work life is the employees' response at 

Company X, a Regional Public Company, regarding the 

level of fulfillment of their needs and mental as well as 

physical well-being during the work process created by 

the company. There are eight indicators used to assess the 

quality of work life in the service industry according to 

fair and adequate compensation, working conditions, use 

of skills and abilities at the workplace, opportunities at 

the workplace, social integration at the workplace, 

constitutionalism at the workplace, overall work and life 

space, and the social relevance and importance of the 

work. 

Organizational commitment is the willingness of 

employees at Company X, a Regional Public Company, 

to contribute more due to their strong belief in 

maintaining their involvement with the organization. 

Three indicators in the Organizational commitment 

Questionnaire, as stated by Mowday et al. (1979), are 

used to assess organizational commitment: acceptance of 

organizational goals, desire to work hard, and the 

aspiration to remain part of the organization.  

Job satisfaction is a state that reflects the attitudes or 

level of feelings of employees at Company X, a Regional 

Public Company, towards their job, work experience, and 

work environment. The Minnesota Satisfaction 

Questionnaire, proposed by Weiss et al. (1967), consists 

of intrinsic satisfaction, extrinsic satisfaction, and general 

satisfaction. 

The research object is located in Company X, a 

Regional Public Company, with a population focused on 

permanent employees in the financial administration and 

research and development departments, totaling 114 

individuals. For the sample selection, 89 individuals were 

drawn using the probability sampling method, supported 

by the proportional random sampling technique. The 

sample size was calculated with a margin of error of 5% 

and a confidence level of 95%.  

The collection of respondent data utilized a closed-

ended questionnaire technique, distributed through 

online Google Forms and self-administered methods. 

The questionnaire employed a Likert scale as a parameter 

for each statement. The answer options "strongly agree, 

agree, somewhat agree, disagree, and strongly disagree" 

were used for items related to quality of work life and 

organizational commitment. Meanwhile, for job 

satisfaction, the answer options "very satisfied, satisfied, 

somewhat satisfied, dissatisfied, and very dissatisfied" 

were utilized.  

The Partial Least Squares (SEM-PLS) method was 

chosen for this research, supported by SmartPLS 3.0 

software, to analyze the data obtained from the 

respondents. Two testing techniques were employed: 

assessing the outer model and the inner model, aiming to 

determine the reliability and validity of each item 

representing its respective indicator. Subsequently, the 

bootstrapping method was used as a step in testing the 

fourth hypothesis.Styles can be applied using the style 

palette available within the template. To activate it the 

press Ctrl+Shift+s. Apply the style as required based on 

the content and context. (Please don’t highlight your text 

in yellow.) 

3. RESULTS 
Originating from 89 successfully collected 

questionnaires, the respondents' characteristics were 
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classified into various categories, including job 

placement, age, length of employment, and highest level 

of education. Reviewing the questionnaire results, the 

data revealed the proportion of respondents based on job 

placement, with the majority of respondents (36%) being 

permanent employees in the customer relations 

department. Based on age, the majority of respondents 

(55.1% of employees) fell within the age range of 46 to 

55 years. Regarding length of employment, most 

respondents (73% of employees) had been working at 

Company X for ≥ 5 years. Furthermore, concerning the 

highest level of education, the majority of respondents 

(79.8% of employees) had completed their formal 

education at the undergraduate level (Bachelor's degree, 

S1). 

3.1. Result of Descriptive Analysis 

This research sets each question presented to be 

measured with a scale of values from 1 to 5 in the answer 

choices. Based on the respondents' responses in the 

questionnaire appendix, data on the frequency 

distribution of the three variables are obtained and 

presented in Table 1. 

Table 1. Frequency Distribution Values of Variables 
Quality of work life 

Item Mean 

Item 1 4.427 

Item 2 4.292 

Item 3 4.191 

Item 4 3.933 

Item 5 4.281 

Item 6 4.202 

Item 7 4.281 

Item 8 4.202 
 

Item 9 4.270 

Item 10 4.258 

Item 11 4.270 

Item 12 4.236 

Item 13 4.202 

Item 14 4.202 

Item 15 4.213 

Item 16 4.213 

Grand mean 4.230 

Organizational Commitment 

Item 1 3.820 

Item 2 4.011 

Item 3 3.809 

Item 4 3.596 

Item 5 3.191 

Item 6 4.270 

Item 7 3.573 

Item 8 3.472 

Grand mean 3.718 

Job Satisfaction 

Item 1 4.247 

Item 2 4.191 

Item 3 3.708 

Item 4 4.202 

Item 5 4.090 

Item 6 4.247 

Item 7 3.775 

Item 8 3.753 

Item 9 3.888 

Item 10 3.854 

Item 11 4.258 

Item 12 4.067 

Item 13 4.169 

Item 14 4.056 

Item 15 3.978 

Item 16 4.000 

Item 17 3.910 

Item 18 3.944 

Item 19 3.989 

Item 20 4.056 

Grand mean 4.019 

From the description of each quality of work life item, 

totaling sixteen items, the highest and lowest mean values 

were found. The highest mean value of 4.427 is observed 

in item QWL 1, indicating that Regional Public Company 

X has made efforts to provide fair and adequate 

allowances. The lowest mean value of 3.933 is found in 

item QWL 4, which can be interpreted as the need for 

more attention to the working environment's lighting, 

cleanliness, and noise conditions. The grand mean 

obtained is 4.230, falling into the very high category, 

indicating that the fulfillment of employees' needs has 

been properly realized by Regional Public Company X, 

and as a result, employees feel well-satisfied with the 

quality of work life in the company. 

In the description of the organizational commitment 

items, totaling eight items, the highest mean value of 

4.270 is found in item OC 6, indicating that employees 

have a high sense of pride when telling others that they 

are part of Regional Public Company X. The lowest mean 

value of 3.191 is observed in item OC 5, which means 

that employees find it burdensome and are unwilling to 

accept various tasks in order to continue working at 

Regional Public Company X. The overall grand mean of 

3.718 falls into the high category, indicating that the 

organizational commitment of employees in the finance 

administration and research and development 

departments towards Regional Public Company X is 

relatively strong. 

The twenty items used as indicators for job 

satisfaction resulted in the highest mean value of 4.258, 

located in item JS 11, which indicates that Regional 

Public Company X has provided employees with good 

and open opportunities to apply their own methods in 

completing tasks. The lowest mean value of 3.708 is 

found in item JS 3, meaning that employees of Regional 

Public Company X perceive their activities to be 

somewhat monotonous. The grand mean of 4.019 falls 

into the high category, indicating that the job satisfaction 

variable for employees in the finance administration and 

research and development departments at Regional 

Public Company X has experienced relatively high job 

satisfaction levels while working. 

3.2.  Results of the Outer Model 
The three parameters tested in evaluating the 

measurement model in this research are used to assess the 

validity and reliability of each item and its relationship 

with the latent variables. 
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3.2.1 Convergent Validity 
The convergent validity test in this research 

establishes a threshold of >0.7 for the minimum loading 

factor value. Setting this threshold means that if the 

testing through SmartPLS 3.0 software yields loading 

factor values above 0.7, then the items used in the 

statements are considered ideal. The loading factor 

values obtained from this research are provided in Table 

2 

Table 2. Outer Loadings 

Indicator 
Loading 
Factor 

Desicion 

Construct: Quality Of Work Life (X) 

Adequate and fair 
compensation 

0.836 Valid 

Working conditions 0.857 Valid 

Use of capacities at work 0.955 Valid 

Opportunities at work 0.896 Valid 

Social integration at work 0.889 Valid 

Constitutionalism at work 0.971 Valid 

Occupied space by the 
work in life 

0.901 Valid 

Social relevance and 
importance of work 

0.901 Valid 

Construct: Organizational Commitment (Y) 

Acceptance of 
organizational goals 

0.825 Valid 

The desire to work hard 0.842 Valid 

Desire to stay part of the 
organization 

0.917 Valid 

Construct: Job Satisfaction (Z) 

Intrinsic satisfaction 0.919 Valid 

Extrinsic satisfaction 0.902 Valid 

General satisfaction 0.870 Valid 

The results obtained from Table 2 prove that overall, 

the items in each variable have met the standard or 

minimum threshold of convergent validity, with loading 

factor values of all items above 0.7. As a result, the items 

representing each indicator in this research are 

considered valid and ideal for use. 

3.2.2 Discriminant Validity 
To ensure whether each latent variable employs a 

distinct model from the others, it is essential to conduct a 

discriminant validity test by analyzing the cross-loading 

values. The cross-loading values of the three latent 

variable models used can be calculated through data 

processing using SmartPLS 3.0, as presented in Table 3. 

Table 3. Cross-Loading Values 

Indicator (X) (Y) (Z) 

Adequate and fair 
compensation 

0.836 0.402 0.370 

Working conditions 0.857 0.332 0.373 

Use of capacities at 
work 

0.955 0.301 0.421 

Opportunities at work 0.896 0.179 0.403 

Social integration at 
work 

0.889 0.331 0.319 

Constitutionalism at 
work 

0.971 0.338 0.411 

Occupied space by 
the work in life 

0.901 0.211 0.431 

Social relevance and 
importance of work 

0.901 0.226 0.432 

Acceptance of 
organizational goals 

0.318 0.825 0.339 

The desire to work 
hard 

0.232 0.842 0.220 

Desire to stay part of 
the organization 

0.276 0.917 0.297 

Intrinsic satisfaction 0.420 0.316 0.919 

Extrinsic satisfaction 0.386 0.239 0.902 

General satisfaction 0.371 0.305 0.870 

Based on the cross-loading values presented in Table 

3, it is known that each construct in the three variables is 

proven to be different from other variables. As a result, 

the discriminant validity of each relationship between 

latent variables and their indicators is considered good 

and meets the standard criteria. This is also because each 

indicator has higher cross-loading values compared to the 

values of other indicators. 

3.2.3 Composite Reliability 
Reliability test is conducted to measure the 

reliability level of latent variable constructs applied. To 

be considered reliable, the composite reliability and 

Cronbach's alpha values must meet the criteria of >0.7. 

Table 4 in the attachment presents the results of the 

testing obtained with the support of SmartPLS 3.0 

software. 

Table 4. Reliability Test Values 

 Composite Reliability Cronbach’s Alpha 

X 0.972 0.967 

Y 0.897 0.830 

Z 0.925 0.879 

The test results indicate that the three variables used 

yield construct values > 0.7, which means that the quality 

of work life, organizational commitment, and job 

satisfaction variables are deemed reliable as they meet 

the standards for good reliability test values. 

3.3 Results of the Inner Model 
Every test conducted on the structural model aims to 

predict the causal relationships within the latent variables 

used. 

3.3.1 R-Square Test (R2) 
Table 5. The R2 Test Values 

 R-Square 

Organizational Commitment (Y) 0,155 

Job Satisfaction (Z) 0,192 

The results of the R2 test calculations explain that 

15.5% of the latent variable organizational commitment 

is influenced by quality of work life, while 84.5% is 

influenced by variables outside the scope of this research. 

This representation aligns with the R2 value of 0.155. 

Similarly, 19.2% of the latent variable job satisfaction is 

influenced by quality of work life, while 80.8% is 

influenced by variables outside the scope of this research. 

This representation is also consistent with the R2 value 

of 0.192. 
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3.4 Results of the Hypothesis Testing 
In this research, two hypothesis tests were 

conducted, namely the hypothesis test with direct effect 

and the hypothesis test with indirect effect. Figure 3 

illustrates the structural equation model, which provides 

the path coefficient values for each variable. 

Figure 3. Structural Equation Model 

In the hypothesis testing, a rule of thumb is 

established to determine the level of significance as the 

basis for rejecting or accepting the four designed 

hypotheses. Each hypothesis must have a t-statistic value 

> 1.96 and a P-Value < 0.05, with the original sample 

having a positive value for the hypothesis to be accepted. 

Table 6 presents a detailed explanation of the values 

obtained from the hypothesis testing. 

Table 6. The Hypothesis Testing Values 

Alur 
Original 
Sample 

Std. 
Estimates 

t-Statistik 
P-

Value 

X → Y 0,219 0,099 2,206 0,028 

X → Z 0,439 0,097 4,503 0,000 

Z → Y 0,244 0,106 2,310 0,021 

X → Z → Y 0,124 0,056 1,916 0,056 

The results of the hypothesis testing reveal the 

decision on the causal relationships between variables as 

per the designed model. The first decision is based on the 

obtained values: t-statistic of 2.206, p-value of 0.028, and 

the original sample with a positive value of 0.219. The 

results indicate that if quality of work life significantly 

and positively influences organizational commitment, 

then H1 can be accepted. In the second hypothesis test, 

the t-statistic value obtained is 4.503, the p-value is 

0.000, and the original sample shows a positive value of 

0.439. These values can be interpreted as quality of work 

life having a significant and positive influence on job 

satisfaction, thereby accepting H2. Moving on to the third 

hypothesis test, the t-statistic value is 2.310, the p-value 

is 0.021, and the original sample has a positive value of 

0.244.  

The obtained values provide evidence that job 

satisfaction significantly and positively influences 

organizational commitment, indicating that H3 is 

accepted. The three hypothesis tests are direct 

hypotheses. On the other hand, H4 is an indirect 

hypothesis with t-statistic value of 1.916, p-value of 

0.056, and the original sample having a positive value of 

0.124. This means that quality of work life does not have 

a significant influence on organizational commitment 

when mediated by job satisfaction. Therefore, H4 is 

rejected.  

The three hypotheses designed in this research are 

accepted, supported by the results of hypothesis testing, 

where the overall t-statistic values are greater than 1.96, 

p-values are below 0.05, and the original sample has 

positive values. However, one indirect hypothesis is 

rejected as it does not meet the standard of hypothesis 

testing. 

4. DISCUSSION 
The implementation of quality of work life in 

Regional Public Company X is considered good and in 

line with the employees' needs, as indicated by the results 

of the descriptive analysis. This representation is 

consistent with the role of quality of work life as a crucial 

element that has the potential to shape employees' 

organizational behavior concerning the work 

environment and work relationships [14]. Through the 

use of eight quality of work life indicators, no issues were 

found that employees perceived. This result aligns with 

the data obtained from pre-research interviews with the 

assistant manager of HR development, who stated that 

Regional Public Company X has made every effort to 

implement various policies supporting quality of work 

life, aiming to enhance employee well-being while 

ensuring compliance with existing regulations. 

The results of the descriptive analysis also indicate a 

strong organizational commitment among employees 

towards Regional Public Company X. With such strong 

organizational commitment, not only will it reduce the 

likelihood of employees leaving the company, but it will 

also create an effective and efficient working 

environment in achieving goals [33]. Therefore, 

monitoring is necessary to further strengthen employees' 

organizational commitment by taking decisive actions to 

improve employee discipline and ensure adherence to the 

regulations in place at Regional Public Company X. 

The results of each statement in the descriptive 

analysis indicate that employees' perceived job 

satisfaction is quite high. According to the previously 

obtained data, the employees' performance level falls into 

the category of excellent, which serves as a guideline 

suggesting that job satisfaction among employees at 

Regional Public Company X is also high. This aligns 

with the argument presented by [2] stating that high job 

satisfaction can influence the company's performance 

outcomes due to the significant performance of each 

employee. Therefore, it is essential to determine the level 

of job satisfaction as it can reveal the conditions of both 

the employees and the company. 

Quality of work life and its impact on Organizational 

commitment 

Based on the research findings that establish a one-

way relationship, it can be understood that when quality 
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of work life is well implemented, it will directly impact a 

stronger organizational commitment, and vice versa. In 

this research, H1 is accepted, indicating that the quality of 

work life in Regional Public Company X aligns with the 

perceptions of employees in the financial administration 

and research and development departments. The efforts 

made by Regional Public Company X regarding the 

implementation of Quality of work life (QWL) through 

various policies have the potential to be a significant 

aspect considered by employees when strengthening their 

organizational commitment. 

The research results from [9] contradict these 

findings, as they did not find a direct and significant 

influence between quality of work life and organizational 

commitment, suggesting the presence of other factors 

that have a stronger impact on organizational 

commitment. However, this finding is supported by 

several other studies, such as [19] which stated that 

quality of work life plays a crucial role in enhancing 

employees' organizational commitment. If a company 

can effectively promote good quality of work life, it will 

have a positive impact on the employees' commitment to 

the organization. The research findings presented by [18] 

also provide evidence of a very strong and significant 

positive relationship between quality of work life and 

organizational commitment. Similarly, [10] stated in 

their research that the higher the standard of 

implementing quality of work life in a company, it will 

correlate with an increase in the employees' 

organizational commitment.  

Quality of work life and its impact on Job satisfaction 

The research findings demonstrate that quality of 

work life has a significant and positive influence on job 

satisfaction. This means that if a company makes efforts 

to enhance the quality of work life in accordance with 

employees' needs, their job satisfaction will increase. 

Conversely, if the company's quality of work life is 

inadequate, there will be a decrease or even the loss of 

job satisfaction among employees. Hypothesis H2 in this 

research is accepted, signifying that Regional Public 

Company X has created a quality of work life that aligns 

with various employee needs, forming the foundation for 

the development of job satisfaction. 

This research finding is in line with what was stated 

by [22] where through the implementation of quality of 

work life policies, it can influence the formation of job 

satisfaction. Similarly, in the research conducted by [11] 

it is stated that the level of job satisfaction perceived by 

employees is related to the effectiveness of implementing 

quality of work life practices. Employees will feel cared 

for by the company through the fulfillment of quality of 

work life, thereby building job satisfaction expressed 

through various aspects. Furthermore, in their research, 

[15] found that the level of job satisfaction among each 

employee will vary due to the alignment with the number 

of needs and expectations fulfilled through quality of 

work life. This finding is consistent with the research 

results presented by [1] and [38].  

Job satisfaction and its impact on Organizational 

commitment 

The research findings serve as the basis for decisions, 

indicating that job satisfaction has a significant and 

positive impact on organizational commitment. The 

significance of this research finding lies in the fact that 

when employees' job satisfaction increases, the expressed 

organizational commitment also becomes stronger. 

Conversely, if employees do not experience job 

satisfaction in their work, it directly leads to a decrease 

in their organizational commitment towards the 

workplace.  

The findings of this research confirm the acceptance 

of H3, indicating that the job satisfaction of employees at 

Regional Public Company X can be further enhanced to 

support the strengthening of organizational commitment 

among employees in the financial administration and 

research and development departments due to a 

significant one-way relationship between these two 

variables. The results of the research conducted by [20]  
present similar findings, stating that the fulfillment of 

targets set for employees by the company can foster job 

satisfaction, which ultimately influences the expressed 

organizational commitment towards the company. From 

the research conducted by [23] it is proven that job 

satisfaction is among the crucial factors that strongly 

influence the perceived strength of employees' 

organizational commitment. Similarly, the findings of the 

study by [37] indicate that employees' organizational 

commitment will strengthen or weaken based on the level 

of job satisfaction they experience in their work. 

The influence of Quality of work life on 

Organizational commitment through Job satisfaction 

The research findings serve as the basis for decision-

making, indicating that there is a positive but non-

significant influence on the indirect relationship between 

quality of work and organizational commitment through 

job satisfaction. These results suggest that job 

satisfaction is not a strong mediator in the relationship 

between quality of work life and organizational 

commitment. Therefore, job satisfaction cannot be used 

as an intermediate variable in the indirect influence of 

these two variables. Despite not having a significant 

impact, the indirect influence in this research still 

demonstrates a positive effect.  

Therefore, if the company wants to strengthen its 

employees' organizational commitment, it can focus on 

improving the quality of work life within the organization 

without necessarily relying on increasing job satisfaction. 

This is because it has been demonstrated that quality of 

work life will continue to influence organizational 

commitment, regardless of the presence or absence of job 

satisfaction as an intermediate variable in the indirect 

influence. However, the level of job satisfaction among 

employees remains essential and should be attended to 

and enhanced by the company. Job satisfaction is 

considered a fundamental element of employees' life 

satisfaction, which in turn impacts the smooth operation 

of the company's work processes [11]. 

Hypothesis H4 in this research is stated to be rejected, 

indicating that the level of job satisfaction perceived by 

employees in the financial administration and research 
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and development departments at Regional Public 

Company X cannot indirectly influence the relationship 

between the implementation of quality of work life and 

the strengthening of organizational commitment. The 

research findings presented by [36] also prove that 

quality of work life has a direct influence on 

organizational commitment but does not have an indirect 

influence when mediated by the variable job satisfaction. 

In this research, both the quality of work life and job 

satisfaction variables obtained an equivalent grand mean 

score, categorizing them as very high. This means that 

appropriate quality of work life practices can influence 

the high job satisfaction of employees in the financial 

administration and research and development 

departments at Regional Public Company X. 

5. CONCLUSION 
Based on the review results, it can be concluded that: 

(1) The implementation of quality of work life, as applied 

through human resources policies at Regional Public 

Company X, has received positive feedback from 

employees in the financial administration and research 

and development departments due to its alignment with 

job-related needs in a suitable manner. (2) The research 

results on the organizational commitment variable 

indicate a high category. However, it cannot be 

confirmed whether the organizational commitment of 

employees in the financial administration and research 

and development departments is very strong, as there are 

still issues of discipline and a decrease in the number of 

permanent employees; (3) Employees in the financial 

administration and research and development 

departments have experienced a relatively high level of 

job satisfaction while carrying out their tasks at Regional 

Public Company X, evidenced by their optimal 

performance.  (4) A significant and positive one-way 

relationship has been established between quality of work 

life and organizational commitment; (5) To demonstrate 

a significant and positive one-way relationship between 

quality of work life and job satisfaction. (6) Furthermore, 

a significant and positive relationship is also formed 

between job satisfaction and organizational commitment.  

(7) However, it is evident that there exists a positive but 

non-significant relationship regarding the indirect 

influence of quality of work life on organizational 

commitment through job satisfaction. 

6. SUGGESTION 
It is recommended for Regional Public Company X 

to conduct a reassessment of the working environment 

conditions, such as lighting levels, cleanliness, and noise, 

to improve and enhance the quality of work life. 

Regarding organizational commitment, the company is 

advised to continue paying attention to workload 

calculations to align them with employees' capabilities in 

completing tasks. Additionally, the company should take 

decisive actions to enhance employee discipline in 

adhering to all applicable regulations. On the other hand, 

concerning job satisfaction, it is recommended that 

Regional Public Company X facilitate the 

implementation of various activities to support 

employees in having opportunities to engage in non-

monotonous tasks. 

Then, the respondents used in this research are 

focused solely on two job divisions, namely the financial 

administration department and the research and 

development department at Regional Public Company X. 

This allows future researchers to expand to other work 

divisions to include respondents as an effort to obtain 

diverse responses with an increased number of 

participants if the observed objects remain the same. 

Subsequent research can then examine various variables 

that have not been utilized in this study, investigating 

them with objects of research belonging to similar or 

different types of industries to create a more 

comprehensive modification of the relationship between 

the three variables.  
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