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Abstract 

Work motivation, job satisfaction and organizational commitment in a company or organization 

are variables that are thought to be relatively significant in influencing the performance of 

employees of PT. Indo Karya Optomed. To prove whether or not there is an influence of work 

motivation and job satisfaction on employee performance with organizational commitment as an 

intervening variable, a study was conducted with the aim of analyzing the influence of these 

three variables on employee performance at PT. Indo Karya Optomed. This study used a 

questionnaire method which was carried out systematically based on the research objectives. The 

place of research is PT. Indo Karya Optomed, and the number of respondents was 48 people. 

This study uses 5 Likert scales to measure variables when testing the validity and reliability of 

variables. This research was analyzed by PLS-based SEM. The survey results show that: Work 

motivation has no effect on employee performance, Job satisfaction has no effect on employee 

performance, Organizational Commitment has an effect on employee performance, Work 

motivation has an effect on Organizational Commitment, Job satisfaction has an effect on 

Organizational Commitment, Work motivation has an effect on performance through 

Organizational Commitment, Job satisfaction affects performance through Organizational 

Commitment. It is suggested to further researchers to add more references related to research. 

Besides that, it also adds/expands several research locations not only in one company but can be 

in more than one district 

Keywords: work motivation, management, organizational commitment, business, organizational 

performance 

1. Preliminary 

The management of all company resources cannot be separated from the point of view of 

Resource Based Theory which is the basis for achieving increased company value, so that 

companies are able to compete and achieve competitive advantage. In this case all the resources 

owned by the company such as employees (human capital), physical assets (physical capital), as 

well as structural capital which are managed and maximized properly can create added value for 

the company which can affect the company's performance (Desmaryani, 2017; Eisenhardt, 

1988). Quality human resources are needed in the company so that the company's activities can 

run smoothly, so that with its own characteristics, the company is able to have competitiveness 

against its competitors because it has a competitive advantage that only the company has (Al & 

Anıl, 2016; Mia, 1993). Employees are human resources who are actors in every company 

activity, therefore employees must be managed properly by human resource management. 
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Someone is required to be able to have good self-competence. The role of human resources is the 

key to achieving an organizational goal itself (Atmadja & Saputra, 2018; Hendri et al., 2020; 

Mariyatni et al., 2020).  

In improving company goals human resource management is the main factor that most 

determines the process of a company to achieve the vision and mission in an organization can be 

implemented properly if the resources as executors are well selected (Farooqui & Nagendra, 

2014; Sara et al., 2020a). Therefore, organizational companies must make human resources an 

important factor to manage (Mention, 2012). We need to realize that human resources are very 

important and determine the success of a company in achieving its vision and mission (Sara et 

al., 2020a). 

The success of an organization is determined by good performance. Performance is the result of 

work in quality and quantity achieved by an employee in carrying out his duties in accordance 

with the responsibilities given (Asare et al., 2017; Saputra, Pradnyanitasari, et al., 2019). 

Performance is something that is important for an organization, especially the performance of 

employees who can bring an organization, both private companies and government agencies, to 

achieve the expected goals (Jay & Dwi, 2000). Performance is a real behaviour that is displayed 

by everyone as work performance produced by employees according to their role in the 

company. Performance states that employees is a very important thing in the company's efforts to 

achieve its goals. Performance can affect the ongoing activities of an organization, the better the 

work shown by employees will be very helpful in the development of an organization (Jay & 

Dwi, 2000; Sisaye & Birnberg, 2010). Performance is the level of achievement of results on the 

implementation of certain tasks. Company performance is the level of achievement of results in 

order to achieve company goals. Performance management is the overall activity carried out to 

improve the performance of a company or organization, including the performance of each 

individual and work group in the company (Baumgartner & Rauter, 2017). 

The seriousness of employees in working can be triggered by the motivation given by the leader 

which can foster self-confidence of employees in carrying out their respective duties. Motivation 

is an effort that can generate, direct, and maintain individual behaviour according to the work 

environment (Fanggidae et al., 2016). Work motivation is formed from the attitude (attitude) of 

individuals in dealing with work situations (situation) in the organization. Motivation is a 

condition or energy that moves individuals who are directed or directed to achieve organizational 

goals. Motivation is a condition or energy that drives employees who are directed or directed to 

achieve their goals and motives (Astuty, 2015; Gelfand et al., 2007; Groen et al., 2017). 

The results of research by Budirianti et al (2020) which states that motivation influences the 

performance of contract employees at Bank Rakyat Indonesia Mataram Branch. This research is 

supported by Carvalho et al (2020) stating that motivation has a positive effect on employee 

performance. This research is in line with research conducted by Riyanto et al (2017). This 

research is not in line with research conducted by Dharmanegara et al (2016) which states that 

motivation has no significant effect on the performance of civil servants at the Bali Province 

Plantation Service. This research is also in line with research conducted by Anggreni et al (2019) 

and Kumarawati, et al (2017) which both state that motivation has a positive impact and an 

insignificant effect on employee performance. 
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High organizational commitment results in work performance, low levels of absenteeism, and 

low levels of employee turnover (Chenhall, 2007). Highly committed employees will have high 

productivity. Vice versa, low employee commitment has a negative impact (Nik Abdullah et al., 

2020). Employees with low commitment will not give the best to the organization and easily 

leave the organization. In summary, there is fairly strong evidence that committed employees are 

more valuable employees than those with low commitment (Talib et al., 2011). Based on the 

phenomena described above, the researcher is interested in raising the title " The Role of 

Organizational Commitment as a Mediating Effect of Work Motivation and Job Satisfaction on 

Employee Performance at PT. Indo Karya Optomed”. This research can be used as a basis for 

comparison studies and references for other similar studies and it is hoped that further research 

will be better than the research that has been done. This research is expected to be able to 

contribute valuable ideas for strategic policy making in improving employee performance, 

especially in terms of work motivation, job satisfaction and organizational commitment. 

2. Literature Review 

Resources Based theory 

Resource-based theory is that these resources consist of all assets, capabilities, organizational 

processes, company attributes, information, knowledge, and others, controlled by companies that 

enable companies to understand and implement strategies to increase efficiency and 

effectiveness (Ousama et al., 2020). Adequate natural resources, attractive promotions, as well as 

employees and managers who can work professionally are some forms of resources owned by 

the company (Solovida & Latan, 2017). If the company can make maximum use of its resources, 

then the company will have something competitive advantage and being able to have 

competitiveness against its competitors. Resource based theory discusses how the company can 

utilize its resources (Nguyen, 2018). Companies can achieve a competitive advantage if the 

company can make good use of its resources (Darnall & Edwards, 2006).  This theory views the 

company as the ability of physical assets and intangible assets as well as the company's ability to 

acquire, manage and maintain its resources (Solovida & Latan, 2017).  In this case all the 

resources owned by the company, such as human capital, physical capital, and structural capital 

which are managed and maximized properly can create added value for the company which can 

affect the company's performance. 

Employee performance 

Performance is a description of the level of achievement of the implementation or activity 

program orpolicies in realizing the goals, objectives, vision and mission of the organization as 

outlined throughstrategic planning of an organization (Rashid et al., 2020). Performance is the 

result of one's effortsfound by the ability of his personal characteristics and perceptions of his 

rolein the job. From the opinions of the experts above, we can conclude that performance is 

awork results that can be found in quality and quantity in carrying out taskscharged to an 

employee who realizes the goals, vision, mission and goalsan organization or company (Pham et 

al., 2019; Yu et al., 2021). 
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Work motivation 

The importance of motivation because motivation is something that causes, distributes, and 

supports human behavior, so that they want to work actively and enthusiastically to achieve 

optimal results (Wolor et al., 2019). One aspect of utilizing employees or human resources is 

providing motivation (stimulating power) to employees so that employees can work optimally to 

provide benefits to the company (Lin et al., 2018). This means every employee who will provide 

beneficial possibilities for the company. Work motivation as a force within a person that 

influences the direction, intensity and persistence of a person's voluntary behavior to do work 

(Andriani et al., 2018). 

Job satisfaction 

Job satisfaction is a person's positive or negative attitude towards his work. In essence, job 

satisfaction is a feeling of pleasure or displeasure in workers viewing and carrying out their work 

(Fanggidae et al., 2016). Job satisfaction is described as a positive feeling towards work, which 

is the result of evaluating each job characteristic (Al & Anıl, 2016). Someone who has a high 

level of job satisfaction has positive feelings towards his job, and vice versa someone who has a 

low level of job satisfaction has negative feelings towards his job (Inegbedion et al., 2020). 

3. Methods 

The conceptual framework that explains the relationship between the variables in this study 

which can be explained as shown below: 
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Figure 1. Research Concept Framework 
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The research population requires an object or subject to be studied so that problems in research 

can be solved.  The population is the object under study and can assist researchers in processing 

data to solve research problems. Population is the sum of all objects (units/individuals) whose 

characteristics will not be forgotten. The population in this study are employees of PT. Indo 

Karya Optomed 

Sampling to determine the sample to be used in this study based on purposive sampling. 

Saturated Sampling is a sampling technique when all members of the population are used as 

samples. This is often done when the population is relatively small, less than 30 people, or 

research that wants to make generalizations with very small errors. Another term for saturated 

sample is census/total sampling, where all members of the population are sampled. Determining 

the minimum number of samples in this study refers to the number of samples as respondents 

must be adjusted to the number of question indicators used in the questionnaire, assuming nx 5 

indicators up to nx 10 indicators. In this study using nx 5. The number of questions is as many as 

19 question items used to measure 4 variables, so the number of respondents used is 19 statement 

items multiplied by 5 equals 95 respondents. 

The data collection technique used in this research is a questionnaire. Questionnaire method is 

data collection techniques carried out by giving a set of questions or closed or open statements 

can be given directly to the respondent . The method of data collection is done by Saturated 

Sampling, which is a sampling technique when all members of the population are used as 

samples. This is often done when the population is relatively small, less than 30 people, or 

research that wants to make generalizations with very small errors. Another term for saturated 

sample is census/total sampling, where all members of the population are taken as a sample. The 

questionnaire was measured using a Likert scale to measure attitudes, opinions and perceptions 

of a person or group of people about social phenomena, hereinafter referred to as research 

variables. 

Test the validity of each statement is done by correlating the score of each statement with the 

total score. In this study, the validity test used the Person Correlation method through the PLS 

method program . The minimum requirements for an item are considered valid ≥ 0.30 and invalid 

< 0.30. The reliability test was carried out using the one shot method where the measurement 

was carried out only once and the results were compared with other questions or measuring the 

correlation between answers. In one shot measurement will be done by Cronbach's Alpha 

analysis. PLS (Partial Least Square) can be used for prediction, PLS (Partial Least Square) 

allows an algorithm using series ordinary least square (OLS) analysis to obtain logarithmic 

efficiency calculations, in the PLS approach, it is assumed that all variance sizes can be used to 

explain. 

 

4. Results and Discussion 

The validity test was carried out on instrument items, using the product moment Pearson 

correlation method , namely an item/indicator is said to be valid if it has a correlation coefficient 

≥ 0.30 and is statistically significant at the 0.05 or 0.10 level . Meanwhile, reliable instruments 

are applied to constructs, instruments which, when used several times to measure the same 

object, will produce the same data. A rubber length measuring instrument is an example of an 

unreliable/consistent instrument. The reliability test used the Cronbach alpha (CR) method , an 
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item/indicator is said to be reliable if the CR value ≥ 0.60.The reliability test aims to determine 

the level of consistency of the respondents' answers contained in the questionnaire. In this 

measurement using the one shot method, namely Cronbach's Alpha (CA) analysis. Classifies CA 

values as follows: CA values between 0.00 – 0.20 are said to be less reliable; CA values between 

0.21 – 0.40 are said to be somewhat reliable; CA values between 0.41–0.60 are said to be quite 

reliable; CA values between 0.61 – 0.80 are categorized as reliable; CA values between 0.81 - 

1.00 are said to be very reliable. 

Table 1. Cronbach Alpha values 

Construct Crobach Alpha Information 

Work Motivation (X1) 0.769 Reliable 

Job Satisfaction (X2) 0.740 Reliable 

Organizational Commitment (Y1) 0.842 Reliable 

Employee Performance (Y2) 0.715 Reliable 

 

Table 2. Validity Test 

Indicator Correlation Significance Information 

X1.1 (Achievements) 0.819 Significant Valid 

X1.2 (Affiliate) 0.817 Significant Valid 

X1.3 (Power) 0.846 Significant Valid 

X2.1 (Working Condition) 0.862 Significant Valid 

X2.2 (Salary) 0.748 Significant Valid 

X2.3 (Coworker) 0.819 Significant Valid 

Y1.1 (Desire to remain a member) 0.824 Significant Valid 

Y1.2 (Desire for success) 0.828 Significant Valid 

Y1.3 (Organizational value equation) 0.825 Significant Valid 

Y1.4 (Equation of organizational goals) 0.823 Significant Valid 

Y2.1 (Quality of work) 0.800 Significant Valid 

Y2.2 (Working quantity) 0.815 Significant Valid 

Y2.3 (Work) 0.781 Significant Valid 

 

Due to the reflexive nature of the indicators that make up the latent variables, the evaluation of 

the measurement model (outer model ) to measure the validity and reliability of these indicators 

is convergent validity , discriminant validity, and composite reliability and Cronbach alpha . This 

measurement model is used because the indicators that make up the latent variables in this study 

are reflexive. 
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Table 3. Convergent Validity Calculation Results 

 

Indicator <- Construct 

Original 
Sample 

(O) 

Sample 
Means 

(O) 

Standard 
Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P 

Values 

X1.1 <- X1. Work motivation 0.766 0.769 0.126 6,095 0.000 

X1.2 <- X1. Work motivation 0.864 0811 0.278 3.107 0.000 

X1.3 <- X1. Work motivation 0837 0.788 0.209 4,001 0.000 

X2.1 <- X2. Job satisfaction 0.830 0.806 0.130 6,370 0.000 

X2.2 <- X2. Job satisfaction 0.793 0.803 0.066 11,938 0.000 

X2.3 <- X2. Job satisfaction 0.806 0.794 0.082 9,768 0.000 

Y1.1 <- Y1. Organizational Commitment 0.797 0.786 0.090 8,897 0.000 

Y1.2 <- Y1. Organizational Commitment 0.850 0.854 0.053 16.135 0.000 

Y1.3 <- Y1. Organizational Commitment 0821 0.799 0.110 7,484 0.000 

Y1.4 <- Y1. Organizational Commitment 0.831 0.844 0.044 18.93 0.000 

Y2.1 <- Y2. Employee Performance 0.803 0.778 0.157 5.120 0.000 

Y2.2 <- Y2. Employee Performance 0.793 0.786 0.119 6,644 0.000 

Y2.3 <- Y2. Employee Performance 0.798 0.801 0.088 9.108 0.000 

 

The calculation results regarding the outer loading values in the table above show that all 

indicators have met the valid requirements based on the discriminant validity criterion , namely 

the outer loading value > 0.50 and is statistically significant. Measuring the validity of the 

indicators that make up the latent variables can also be done through discriminant validity by 

looking at the cross loading. Discriminant validity can be done by comparing the index 

coefficients between blocks, construct indicators are declared valid if the index value of certain 

construct indicators is greater than the value of other construct indicators in the same block. 

 

Table 4. Discriminant Validity Test 

Indicator <- Construct 
Work 

motivation 

Job 

satisfaction 

Organizational 

Commitment 

Employee 

performance 

X1.1 <- X1. Work motivation 0.766 0.199 0.335 0.140 

X1.2 <- X1. Work motivation 0.864 0.243 0.447 0.408 

X1.3 <- X1. Work motivation 0837 0.321 0.342 0.346 

X2.1 <- X2. Job satisfaction 0.168 0.830 0.442 0.302 

X2.2 <- X2. Job satisfaction 0.308 0.793 0.470 0.457 

X2.3 <- X2. Job satisfaction 0.266 0.806 0.501 0.326 

Y1.1 <- Y1. Organizational Commitment 0.387 0.410 0.797 0.461 

Y1.2 <- Y1. Organizational Commitment 0.398 0.578 0.850 0.564 

Y1.3 <- Y1. Organizational Commitment 0.339 0.478 0821 0.480 

Y1.4 <- Y1. Organizational Commitment 0.400 0.448 0.831 0.634 

Y2.1 <- Y2. Employee Performance 0.275 0.299 0.569 0.803 

Y2.2 <- Y2. Employee Performance 0.204 0.347 0.463 0.793 

Y2.3 <- Y2. Employee Performance 0.431 0.438 0.524 0.798 
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The table above shows that the index value of the cross loading indicator for each construct has 

shown to be greater than the other constructs in each measurement block so that it is declared 

valid based on discriminant validity criteria. A measurement can be said to be reliable, if the 

composite reliability and Cronbach alpha have a value greater than 0.70. Composite reliability 

and Cronbach alpha are a measure of reliability between indicator blocks in the research model. 

Table 5. Composite Reliability Test and Cronbach Alpha 

Construct Cronbach's 

alpha 

Composite 

reliability 

(rho_a) 

Composite 

reliability 

(rho_c) 

Average 

variance 

extracted 

(AVE) 

Work Motivation (X1) 0.769 0.812 0.863 0.678 

Job satisfaction (X2) 0.738 0.739 0.851 0.656 

Organizational Commitment (Y1) 0.844 0.851 0.895 0.681 

Employee Performance (Y2) 0.716 0.719 0.840 0.637 

 

The calculation results as shown in Table 5.13 show that the composite reliability and Cronbach 

alpha values of all constructs meet the reliability requirements , namely with each index value 

greater than 0.70 . Evaluation of the structural model (Structural Model/Inner Model) is a 

measure to evaluate the level of accuracy of the model in the research as a whole, which is 

formed through several variables along with their indicators. 

Table 6. Evaluation of the Inner Structural Model 

 

Construct R-square R-square adjusted 

Organizational Commitment (Y1) 0.428 0.403 

Employee Performance (Y2) 0.444 0.406 

 

The calculation results as shown in Table 5.14 show that the performance R-Square value of 

0.444 is included in the criteria of moderate to strong, meaning that the constructs of motivation, 

satisfaction and organizational commitment can explain the variation in performance by 44 

percent, while the remaining 56 percent is explained by variations in other variables outside 

Research Model. Meanwhile, the R-Square of organizational commitment of 0.428 is a moderate 

model close to strong, meaning that motivation and job satisfaction can explain variations in 

organizational commitment of 42.80 percent, while the remaining 57.20 percent is influenced by 

variations in other variables not included in the estimation model. 
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Table 7. Evaluation of the Q-Square Structural Model 

 

Construct SSO SSE Q 2 (=1-SSE/SSO) 

Work Motivation (X1) 144,000 144,000   

Job Satisfaction (X2) 144,000 144,000   

Organizational Commitment (Y1) 192,000 144,816 0.246 

Employee Performance (Y2) 144,000 111,670 0.225 

 

The calculation results as shown in Table 5.15 show that it produces a Q2 value employee 

performance = 0.225. Based on Lathan and Ghozali's criteria, it is included in the model criteria 

close to strong. This means that the mathematical model built in this study has a level of 

predictive accuracy close to strong. Whereas Q 2 organizational commitment of 0.246 is included 

in the model criteria close to strong, meaning that the predictive level of the model built is close 

to strong. 

 

Table 8. Path Analysis and Statistical Testing 

Construct Original 

sample 

(O) 

Sample 

mean 

(M) 

Standard 

deviation 

(STDEV) 

T statistics 

(|O/STDEV|) 

P 

values 

X1. Work Motivation -> Y1. 

Organizational Commitment 

0.292 0.288 0.114 2,564 0.012 

X1. Work Motivation -> Y2. 

Employee Performance 

0.091 0.1 0.097 0941 0.349 

X2. Job satisfaction -> Y1. 

Organizational Commitment 

0.483 0.505 0.119 4,061 0.000 

X2. Job satisfaction -> Y2. 

Employee Performance 

0.096 0.11 0.14 0.682 0.497 

Y1. Organizational 

Commitment -> Y2. Employee 

Performance 

0.512 0.509 0.163 3.151 0.002 

 

The results of the calculations in the table above show that work motivation has a positive effect 

of 0.292 and is significant at the 0.05 level because the T-statistic value is greater than 1.96 , 

which is 2.56 on organizational commitment. This means that the more work motivation 

increases, the commitment also increases significantly. Work motivation has a positive effect of 

0.091 and is not significant at the 0.05 level because the T-statistic value is smaller than 1.96 

which is equal to 0.94 on employee performance. This means that the increasing work 

motivation, the employee performance also increases, but the effect is not real. Job satisfaction 

has a positive effect of 0.483 and is significant at the 0.05 level because the T-statistic value is 

greater than 1.96 which is equal to 4.06 on organizational commitment. This means that the 

higher the job satisfaction, the employee commitment is also increasing significantly. Job 

satisfaction has a positive effect of 0.096 and is not significant at the 0.05 level because the T-
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statistic value is smaller than 1.96 which is equal to 0.68 on performance, meaning that the 

increasing job satisfaction will also increase employee performance, but the effect is not real. 

Organizational commitment has a positive effect of 0.512 and is significant at the 0.05 level 

because the T-statistic value is greater than 1.96 which is equal to 3.15 on employee 

performance. This means that as organizational commitment increases, employee performance 

also increases significantly. 

Based on the test results between work motivation on employee performance, it shows that work 

motivation has a positive and insignificant effect on employee performance with a P value = 

0.349 . Thus H1 in this study was rejected. The results of the study indicate that even though 

work motivation is increasing, it is not necessarily able to improve employee performance at PT. 

Indo Karya Optomed. This can be seen from the results of research showing work motivation has 

a positive effect of 0.091 on performance, and the relationship is not significant at the 0.05 level. 

Reveals that motivation is a driving force that creates enthusiasm for someone's work so that 

they want to work with all their might to achieve satisfaction. So it can be interpreted if 

employees must have a sense of satisfaction with the motivation given so that it can have an 

impact on the performance of these employees. 

Motivation is an encouragement for employees to do a good job. Motivation that is clear and 

determined by the company can improve employee performance but not significantly. This 

means that no matter how hard the employees try to carry out their duties, the results obtained 

will still be like Civil Servants (Fama, 2012; Gelfand et al., 2007; Lin et al., 2018). So that 

employees are not challenged to increase motivation in their performance. The average age of 

employees above 40 years tends to decrease, so that increased motivation does not affect 

employee performance (Groen et al., 2017; Saputra, Juniariani, et al., 2019; Saputra, 

Pradnyanitasari, et al., 2019). 

Based on the test results between job satisfaction on employee performance, it shows that job 

satisfaction has a positive and insignificant effect on employee performance with a P value = 

0.497 . Thus H2 in this study was rejected (Sara et al., 2021). The results of the study indicate 

that even though the level of employee job satisfaction has been given, it is not necessarily able 

to improve employee performance at PT.Inndo Karya Optomed. This can be seen from the 

results of research showing job satisfaction has a positive effect of 0.096 on performance, and 

the relationship is not significant at the 0.05 level (Ahmad et al., 2020; Manurung et al., 2022). 

Job satisfaction is a driving factor to improve employee performance. Job satisfaction that grows 

in employees for the work done, will increase the feeling of comfort and satisfaction with the 

work done (Fanggidae et al., 2016). However, job satisfaction does not always increase 

performance even though the fulfillment of job satisfaction has been received by employees due 

to the integration of each individual (Sawani et al., 2016). Job satisfaction that is not matched 

with appropriate rewards such as higher wages, improved work environment, providing suitable 

and challenging jobs for individuals according to their abilities, can lead to an insignificant 

increase in employee performance (Arshad et al., 2022; Vo-Thanh et al., 2020). 

Based on the test results between organizational commitment to employee performance, it shows 

that organizational commitment has a positive and significant effect on employee performance 

with a P value = 0.002. Thus H3 in this study is accepted. The results of this study convey the 

meaning that when employees are committed to the company, the results of employee 
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performance are very good and optimal for the company at PT. Indo Karya Optomed. This can 

be seen from the research results which show job satisfaction has a positive effect of 0.512 on 

performance, and the relationship is significant at the 0.05 level . 

Organizational commitment is defined as an employee's loyalty to the company, organizational 

commitment can be measured by work experience, other job alternatives, willingness, loyalty 

and pride (Jayawarsa et al., 2020). Commitment that grows within employees can influence other 

employees to always try to bring out the best results for the company(Jayawarsa et al., 2021). 

Organizational commitment shows individual loyalty to the organization and shows how 

members of the organization can contribute to creating organizational success. With a strong 

organizational commitment, employees will always show better performance (Atmadja et al., 

2019; Sara et al., 2020b). 

Based on the test results between work motivation and organizational commitment, it shows that 

work motivation has a positive and significant effect on organizational commitment with a P 

value = 0.012 . Thus H4 in this study is accepted. The results of this study give the meaning that 

employees are given good work motivation will have a commitment effect on the company at 

PT.Inndo Karya Optomed. This can be seen from the results of research showing job satisfaction 

has a positive effect of 0.292 on performance, and the relationship is significant at the 0.05 level.  

A person's work motivation is strongly influenced by factors that come from within him 

(internal) and from outside himself (external) (Putri & Saputra, 2022; Saputra, 2021). Internal 

motivation will be influenced by thoughts and direct one's attitude and behavior. External 

motivation explains the forces that exist within the individual which are influenced by external 

factors that are controllable (Gelfand et al., 2007). Motivation as one of the important factors in 

moving employees, so that the higher the motivation given by the company will increase 

employee commitment to the company (Jha & Singh, 2019; Lau & Moser, 2008). Employees 

who are given motivation will feel appreciated for the hard work done for the company, so that a 

commitment is formed within the employee (Kirana et al., 2015). Based on the test results 

between job satisfaction and organizational commitment, it shows that job satisfaction has a 

positive and significant effect on organizational commitment with a P value = 0.000. Thus H5 in 

this study is accepted. The results of this study mean that job satisfaction has a direct influence 

on increasing organizational commitment at PT. Indo Karya Optomed. This can be seen from the 

results of research showing job satisfaction has a positive effect of 0.292 on performance, and 

the relationship is significant at the 0.05 level . 

Job satisfaction that grows in individual employees can encourage employees to be more 

committed to the company where they work (Fanggidae et al., 2016; Jha & Singh, 2019). Job 

satisfaction can be achieved if employees feel comfortable with their jobs, have good interactions 

with superiors and co-workers, environmental conditions are considered by the company, and 

employee social security is fulfilled, then employees will be loyal to serve the company where he 

works (Chikere & Nwoka, 2014). Based on the test results indicate that organizational 

commitment plays a role in mediating the effect of work motivation on employee performance 

with a P value = 0.046, thus H6 in this study is accepted. The results of this study suggest that 

there is a role for organizational commitment in mediating work motivation and employee 

performance at PT. Indo Karya Optomed is acceptable. Several research results suggest that 

organizational commitment mediates between the influence of work motivation on performance. 
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If an employee in an organization is well motivated and the work motivation given is in 

accordance with their needs while working, this will create a sense of commitment to the 

organization which has an impact on performance or performance. 

Conclusion 

Based on the description and results of the research analysis, several conclusions can be put 

forward, namely work motivation has a positive and insignificant effect on employee 

performance, meaning that the more work motivation increases, the employee performance also 

increases but the effect is not real. Job satisfaction has a positive and not significant effect on 

employee performance, meaning that the more work motivation increases, the employee 

performance also increases but the effect is not significant. Organizational commitment has a 

positive and significant effect on employee performance, meaning that the more organizational 

commitment increases, the employee performance also increases significantly. Organizational 

commitment is a mediating variable that relates work motivation to employee performance. 

Organizational commitment is a full mediation between work motivation and employee 

performance. This is shown by the significant path coefficient of work motivation to 

organizational commitment and organizational commitment to employee performance is also 

significant, while work motivation to employee performance is not significant. Organizational 

commitment is a mediating variable that links job satisfaction with employee performance. 

Organizational commitment is a full mediation between job satisfaction and employee 

performance. This is shown by the path coefficient of job satisfaction to significant 

organizational commitment and organizational commitment to employee performance is also 

significant, while job satisfaction to employee performance is not significant. 
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