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I. Introduction 
 

Scarce resources make the company more dependent on supplier companies. This 

scarcity occurs due to a lack of supply of materials or only for certain suppliers who can 

meet the product specifications desired by the company (Supriharyanti, 2005). Companies 

involved in suppliers are part of the supply chain, which is the initial part of the supply 

chain, because these companies provide raw materials for processing by the company. 

Supply chain companies work to ensure the availability of raw materials or raw materials 

for companies that need them, to ensure that raw materials are in good condition when they 

are received by buyers, to manage storage of raw materials prior to shipment and arrange 

delivery of raw materials according to buyer requests into time right. 

Managing human resources in supplier companies is very important to increase 

employee satisfaction, because job satisfaction has a significant effect on morale (Rahman, 

2017), work discipline (Tjipto & Sutanto, 2018), employee performance (Damayanti, 

Hanafi & Cahyadi, 2018)), the quality of customer service (Halim, 2015), and employee 

job satisfaction have a negative effect on turnover intention (Saputro, Fathoni & Minarsih, 

2016). 

Job satisfaction is important for individuals and companies, because job satisfaction 

is not only related to a pleasant job, but also related to employee happiness and health 

(Sunarta, 2019). According to Hasibuan (2007: 202) job satisfaction is an emotional
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attitude that is fun and loves work, where this attitude is shown by work morale, discipline 

and work performance. Employee comments will affect whether an employee continues to 

work or leaves the company to find the desired job (Donni, 2018). 

Job satisfaction affects the level of employee discipline, meaning that if satisfaction 

is obtained from work, good employee discipline. Conversely, if job satisfaction is less 

achieved at work, then employee discipline is low. But according to Badriyah (2015), job 

satisfaction is a general attitude towards one's work, the difference between the amount of 

reward received by a worker, and the amount of rewards they believe must be received. 

This includes the condition of the place, ventilation, broadcasting, canteen, and parking lot. 

1) The social aspect of work, is one of the attitudes that is difficult to describe but is seen 

as a contributing factor to being satisfied or not satisfied at work. 2) Communication, 

smooth communication between employees and management are often used as reasons for 

liking their position. 3) Facilities, hospital facilities, leave, pension fund, or housing are the 

standard of a position and if they can be fulfilled, it will cause satisfaction. (Syardiansah et 

al, 2020) 

Organizational commitment can be considered important to understand and is closely 

related to employee satisfaction (Luthans, 2006). The results of the study (Restuningdiah, 

2009) show that organizational commitment affects job satisfaction, employees who are 

loyal to their organization tend to be satisfied in their work, these results are the same as 

(Hartono & Setiawan, 2013) and (Maindoka, Tewal & Rumokoy, 2017) that organizational 

commitment affects significant on job satisfaction. Bambang (2017) said that 

organizational commitment has a positive and significant effect on career satisfaction. 

While the results of research (Heriawan and Gunawan, 2010) show that organizational 

commitment has a negative and insignificant effect on job satisfaction, research (Teresa & 

Evienia, 2017) shows that there is no effect of emotional commitment on job satisfaction. 

Job satisfaction is a reflection of employee feelings about work. The existence of job 

satisfaction for employees, they will be able to feel and enjoy their work, so they do not 

feel bored and are more disciplined at work. Work discipline can be interpreted as a 

person's awareness and willingness to comply with company or organizational regulations 

and prevailing social norms, if employees always come and go home on time and do all 

their work well Hasibuan (2007). The results of the research by Afianto & Utami (2017) 

and Supriyadi, Priadana & Setia (2017) that there is a significant influence between work 

discipline on job satisfaction. 

Job satisfaction according to Smith in Rafida (2020) is as an affective reaction that is 

emotional to the work that results from a comparison made by employees between the 

actual results or rewards received with what employees want or expect. The problem that is 

often encountered is a lack of organizational commitment to the company, where each 

employee has their respective duties and there are still those who submit these tasks to 

other divisions. Each division does not want to develop towards other jobs, this kind of 

condition will affect work discipline behavior and job satisfaction. 

Supplier companies have dynamic and complex processes that cannot be explained 

thoroughly if only based on one theoretical perspective (Bensaou & Venkatraman, 1995), 

because it requires quality human resources, who have skills, work capacity and loyalty. 

working towards the company. will help the company's suppliers grow and achieve 

company goals. This research is very important to know and analyze the effect of 

organizational commitment and work discipline on job satisfaction of employees who 

work in supplier companies. The results of this study are expected to increase the 

productivity and performance of employees who work in supplier companies and the 
results of this study are expected to be a reference for human resource management studies. 

http://www.bircu-journal.com/index.php/birci
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II. Review of Literature 
 

2.1. Job Satisfaction  

 Job satisfaction according to Robbins (2005: 291) general employee attitudes 

towards their work. George & Jones (2012: 291) opinion that job satisfaction is a 

collection of feelings, beliefs, and thoughts about how a person responds to his job. And 

according to Gibson, Ivancevich & Donnely (2096: 291) job satisfaction is a person's 

attitude towards their service, that attitude comes from their perceptions of their work. 

From some of these opinions, job satisfaction is a collection of employee feelings 

about their work which is the result of the interaction process of employees with their work 

environment which creates perceptions of mental attitudes and results of employee 

assessments of their work, where employees' feelings about work reflect attitudes and 

behavior at work. 

 

2.2. Organizational Commitment 

Understanding organizational commitment is a situation in which employees remain 

loyal to work in the company and always desire to remain an employee or part of the 

company (Robbins, 2005). Organizational commitment is the attitude of employees to 

what extent they work in a company and want to continue working in the company, where 

the employee's attitude is shown by loyalty and willingness to work optimally in the 

company they work for (Greenberg & Baron, 2007: 160). According to (Luthans, 2006), 

organizational commitment is the desire to strive to work hard in accordance with the 

wishes of the company and believe in accepting the company's values and goals. 

According to some opinions, organizational commitment is an attitude of employee 

loyalty to continue working in a company which is shown by a willingness to work hard to 

achieve the company's success, to accept the company's values and goals. 

 

2.3. Work Discipline 

Discipline is the feeling of being obedient and obedient to the values of belief, 

including doing certain jobs for which they are responsible. Work discipline according to 

Hasibuan (2007: 193) is the awareness and willingness of employees to comply with all 

applicable social norms and regulations. Awareness is the attitude of employees who 

voluntarily comply with all regulations and are aware of their duties and responsibilities. 

Employee availability is an attitude and behavior in implementing company regulations, 

whether in writing or not. 

Work discipline is a tool used by managers to communicate with employees, so that 

they are willing to change behavior and as an effort to increase awareness and willingness 

to comply with all company regulations (Rivai (2011) .Discipline at work can instill 

company value, so that employees can obey a rule made by the company.  

 

2.4. The Relationship between Variables 

a. Organizational Commitment on Job Satisfaction 
Job satisfaction experienced by an employee is an emotional state which is the result 

of evaluating the employee's work experience (Luthans, 2006: 243). Organizational 

commitment is a career guide that supports professional involvement as well as influencing 

job satisfaction. In this sense, professionals are often associated with the profession and are 

also subject to all norms, rules and codes of conduct. 

The results of the research by Mamik (2009), Pratama & Dihan (2017) and (Setiyarti 

& Mulyanto) that there is a significant effect of organizational commitment on employee 
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satisfaction. Bambang (2017) organizational commitment has a positive and significant 

effect on career satisfaction. Referring to this description, the following hypothesis can be 

stated: 

H1: Commitment has a positive and significant effect on employee job satisfaction. 

 

b. Work Discipline on Job Satisfaction 

Employees do not only work formally in the office, but must be able to feel and 

enjoy their work so that they do not feel bored and are more diligent in their activities. 

Employees will prefer to work if the job can be done easily, because employees work in 

accordance with existing work procedures and procedures. Robbins & Judge (2006) states 

that job satisfaction is a person's general attitude towards his job, where in the workplace 

the person is required to interact with colleagues and superiors, following organizational 

rules and policies that meet performance standards. 

From the research results of Supriyadi, Priadana & Setia (2017), Afianto & Utami 

(2017), that work discipline has a significant impact on job satisfaction. Referring to this 

description, the following hypothesis can be stated: 

H2: Work discipline has a positive and significant effect on employee job satisfaction. 

 

c. Organizational Commitment and Work Discipline on Job Satisfaction 

Employees who are satisfied in doing their job will show positive feelings that 

encourage creativity at work, increase the resolution of work problems and decision 

making. Some of the impacts of job satisfaction include reducing absenteeism, mental 

health, workplace accidents and others. 

Employee satisfaction, according to Hasibuan (2007) can be measured through 

several aspects, namely discipline, work morale and performance. The results of Pratama 

& Dihan's research (2017) show a significant influence on organizational commitment and 

work discipline simultaneously on employee satisfaction. And Mulyanto's research (2013) 

states that work commitment and discipline have a positive and significant effect on job 

satisfaction through employee performance. Referring to this description, the following 

hypothesis can be stated: 

H3: Organizational commitment and work discipline simultaneously have a positive and 

significant effect on employee job satisfaction. 

 

From the hypothesis proposed in this study, the conceptual framework of the 

research can be described as shown in Figure 1. 

 

 

 
Figure 1. Framework Research Concept 
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III. Research Methods 
 

3.1. Population and Sample 

The research was conducted at the supplier company PT. Exagon Surabaya, where 

the company PT. Exagon is a hotel supplier that was founded in 2008 in Surabaya with the 

aim of helping supply hotel needs. The population and research sample used by all 

employees who work at PT. Exagon, amounting to 35 people and of the 35 who meet the 

criteria of the sample, there are 32 respondents. 

 

3.2. Data Collection Technique 

The data collection techniques used in this study are as follows: 

a. Research library technique, namely data collection which is done by reading various 

literature related to research. 

b. Field techniques, namely data collection carried out directly at the research location. 

Data collection according to Fatihudin (2019) is carried out by: 

a. The questionnaire is a questionnaire that has been prepared by the researcher in 

accordance with the operational definition of the variable. 

b. Measuring the research variables used a Likert scale questionnaire which will be filled 

in by the respondents according to the variable indicators. Likert scale consists of 5 

(five) scales, namely Strongly Agree (SA), Agree (A), Neutral (N), Disagree (D) and 

Strongly Disagree (SD). 

c. Observation is data collection which is done by directly observing the object of 

research. 

 

3.3. Variable 

 The operational definition of the organizational commitment variable is adapted from 

Donni (2018: 234), namely the beliefs that bind employees to the company they work for, 

which is indicated by loyalty, involvement in work, and identification of organizational 

values and goals. The operational definition of the work discipline variable was adapted 

from Hasibuan (2007: 193) which is the awareness and willingness of employees to 

comply with all applicable social norms and regulations, which is shown by the attitude of 

employees who voluntarily comply with all regulations, are aware of their duties and 

responsibilities, are willing to apply company regulations. either in writing or not. 

The operational definition of the variable job satisfaction is adapted from Robbins & 

Judge (2006), that job satisfaction is a general attitude of an individual towards his job 

where in that job a person is required to interact with colleagues and superiors, follow 

organizational rules and policies to meet performance standards. 

3.4. Method of Analysis 

The incoming data will be processed using statistical methods using the SPSS 20 

program. Data analysis includes validation, reliability and multiple regression analysis, t 

test, F test and coefficient of determination. 
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IV. Results And Discussion 
 

4.1 Respondent's Description 

a. Respondent's Description 

 Respondents who have filled out the questionnaire will be identified based on 

gender, age, years of service, latest education and monthly expenditure. 

 

Table 1. Distribution of Respondents by Gender 

 Frequency Percent 

Valid Man 48 47,1 

Women 54 52,9 

Total 102 100.0 

        Source: Research data processing (2020) 

 

 Table 1, above shows that of the 102 respondents studied, 48 respondents were male 

or 47,1% and 54 female respondents or 52,91%, it can be concluded that the majority of 

respondents were female. 

 

Table 2. Distribution of Respondents by Age 

 Frequency Percent 

Valid < 20 10 9,8 

21-30 13 12,7 

31-40 54 52,9 

41-50 22 21,6 

> 51 3 2,9 

Total 102 100.0 

Source: Research data processing (2020) 

  

 Based on table 2, it shows that the age of the respondents < 20 years 9,8% is 10 

respondents, ages 21-30 years 12,7% are 13 respondents, ages 31-40 years 52,9% are 54 

respondents, ages 41-50 years 21.6% as many as 22 respondents, age > 50 years 2,9% as 

much as 3 respondent from a total of 102 respondents. It can be concluded that the 

majority of employees of PT. The Exagon is 31-40 years old. 

 

Table 3. Distribution of Respondents by Latest Education 

 Frequency Percent 

Valid Primary/Secondary Schools 6 5,9 

High School 83 81,4 

Diploma (D3) 3 2,9 

Bachelor (S1) 10 9,8 

Total 
102 100.0 

Source: Research data processing (2020) 

  

 From table 3 above shows that of the 102 respondents studied, the respondents with 

the latest education at the S1 level of formal education were 9.8% as many as 10 people, 

the D3 level 2,9% were 3 person, while the respondents with formal education at the High 

School level 81,4% as many as 83 people, Primary/Secondary Schools 5,9% as many as 6 

people. 
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1. Validity test 

  The validity test is a measurement that shows the level of validity or validity of an 

instrument. 

Table 4. Validity Test of Organizational Commitment 

No Variable Value r count Description 

1 X1.1 0,577 Valid 

2 X1.2 0,602 Valid 

3 X1.3 0,602 Valid 

4 X1.4 0,888 Valid 

5 X1.5 0,876 Valid 

6 X1.6 0,584 Valid 

7 X1.7 0,787 Valid 

8 X1.8 0,448 Valid 

9 X1.9 0,558 Valid 

10 X1.10 0,496 Valid 

Source: Research data processing (2020) 

 

From table 4, that all the items of the training variable question (X1) are said to be 

valid, where the significance level is 5%. 

 

Table 5. Validity Test of Work Discipline 

No Variable Value r count Description 

1 X2.1 0,511 Valid 

2 X2.2 0,422 Valid 

3 X2.3 0,594 Valid 

4 X2.4 0,532 Valid 

5 X2.5 0,513 Valid 

6 X2.6 0,516 Valid 

7 X2.7 0,455 Valid 

8 X2.8 0,574 Valid 

9 X2.9 0,811 Valid 

10 X2.10 0,833 Valid 

11 X2.11 0,699 Valid 

Source: Research data processing (2020) 

 

From table 5, that all the items of the training variable question (X1) are said to be 

valid, where the significance level is 5%. 

 

Table 6. Job Satisfaction Validity Test 

No Variable Value r count Description 

1 Y1 0,379 Valid 

2 Y2 0,494 Valid 

3 Y3 0,644 Valid 

4 Y4 0,777 Valid 

5 Y5 0,639 Valid 

6 Y6 0,791 Valid 

7 Y7 0,749 Valid 

Source: Research data processing (2020) 

 

From table 6, that all the items of the training variable question (X1) are said to be 

valid, where the significance level is 5%. 
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2. Reliability test 

The reliability test is declared reliable if the Cronbach alpha is greater than 0.6. The 

following are the results of calculations using SPSS version 20. 

 

Table 7. Reliability Test 

Variabel Cronbach alpha Description 

X1 0,835 Reliabel 

X2 0,807 Reliabel 

Y 0,745 Reliabel 

Source: Research data processing (2020) 

 

3. Multiple Regression Analysis 

 The analysis technique in this study uses multiple linear regression which is used to 

determine the effect of commitment and work discipline on respondents' job satisfaction. 

 

Table 8. Multiple Linear Test 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients T Sig. 

B Std. Error Beta 

1 (Constant) 3.253 8.556  .380 .707 

Commitment .007 .108 .010 .064 .950 

Work Discipline .519 .168 .499 3.095 .004 

Source: Research data processing (2020) 

 

So the simple linear regression equation is as follows: 

Y = a + b1X1 + b2X2 + e 

Y = 3.253 + 0.010X1 + 0.499X2 + e 

The interpretation of the above model is as follows: 

1. The constant (a) of 3.253 indicates that if the independent variable = 0, then the 

dependent variable is 3.253. 

2. The commitment coefficient (b) value indicates that if the commitment value 

increases, it will increase job satisfaction by 0.010 with the assumption that other 

independent variables are constant. 

3. he coefficient value of work discipline (b) is 0.499, indicating that if the value of work 

discipline increases, it will increase job satisfaction by 0.499 with the assumption that 

other independent variables are constant. 

4. Correlation and determination coefficient 

To determine whether the relationship between the variable commitment and work 

discipline to employee job satisfaction is strong or not, the correlation coefficient (R) 

is used and to determine the size of the source of the variable commitment and work 

discipline style on the ups and downs of job satisfaction, the value of the coefficient of 

determination R2 is used, the following are the calculation results: 

 

Table 9. Determination Coefficient Test 

Model R R Square Adjusted 

R Square 

Std. Error of the 

Estimate 

1 .499a .249 .198 3.30449 

a. Predictors: (Constant), Work Discipline, Commitment 

   Source: Research data processing (2020) 
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Based on table 9, the determinant coefficient value is 0.249. This means that the 

independent variables of commitment and work discipline have an influence on job 

satisfaction by 24.9%. While the remaining 75.1% is influenced by variables not examined 

in this study. 

Both in terms of concept and analysis of employee job satisfaction is not a simple 

matter, this is because job decisions have many connotations (Siagian, 2008: 295). Several 

factors that affect employee job satisfaction, according to Sutrisno (2010: 82-84) are: 

salary, job security, progress, management and company, supervision and superiors. 

 

4.2 The effect of organizational commitment on satisfaction 
From table 8, the commitment Beta Coefficients value is 0.010 with a significance 

value of 0.950. The value of 0.950 which is greater than 0.05 means that it is not 

significant. So the results of this study indicate that organizational commitment has a 

positive and insignificant effect on job satisfaction. The first hypothesis which states that 

organizational commitment has a positive and significant effect on employee satisfaction is 

rejected. 

These results have the implication that the higher the employee's organizational 

commitment, it does not affect employee job satisfaction. The results of the study reinforce 

the research results of Setiyarti & Mulyanto (2013) that organizational commitment has a 

significant effect on job satisfaction, but does not have a significant effect on performance. 

 The results of this study differ from previous researchers Hartono & Setiawan 

(2013) and Maindoka, Tewal & Rumokoy (2017) that organizational commitment has a 

significant effect on job satisfaction. Research by Heriawan & Gunawan (2010) that 

organizational commitment has a negative and insignificant effect on job satisfaction 

(Teresa & Evienia, 2017) there is no effect of affective commitment on job satisfaction, 

Bambang (2017) that organizational commitment has a positive and significant effect on 

career satisfaction. 

This result is related to the education level of the respondents, from table 4 the 

education level of the respondents 81% had secondary education, the respondents were 

with a small number of undergraduate graduates. According to Hidayat (2013), the level of 

formal education has a significant and positive effect on job satisfaction. The level of 

education is a long-term process that uses systematic and organized procedures, in which 

the workforce learns managerial, conceptual and theoretical knowledge for general 

purposes (Mangkunegara, 2013). 

Companies also need to increase the education level of employees, because based on 

the level of research, formal education affects job satisfaction, given that global 

competition can be a level of employee education is also a priority in improving 

organizational quality. The higher the employee's commitment, the higher the employee's 

job satisfaction. 

 

4.3 The Effect of Work Discipline on Satisfaction 
From table 8, the Coefficients Beta value of work discipline is 0.499) and the 

significance value is 0.004 on job satisfaction. So the results of this study indicate that 

work discipline has a positive and significant effect on job satisfaction. The second 

hypothesis which states that work discipline has a positive and significant effect on 

employee satisfaction is accepted. 

This result implies that the higher the employee's work discipline, the greater the job 

satisfaction. Discipline is a tool used to communicate with employees so that they are 
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willing to change behavior and as an effort to increase awareness and desire to comply 

with all applicable company regulations and social norms (Rivai, 2006: 444). 

The results of this study are in line with previous research by Afianto & Utami 

(2017) and Supriyadi, Priadana & Setia (2017) that discipline has a positive and significant 

effect on job satisfaction. Highly disciplined employees tend to follow precise work rules, 

which include work methods, work procedures, time and volume and quality that the 

organization has determined to achieve its goals. Work discipline that grows in employees 

personally encourages caring, enthusiasm, and a desire to work as well as employee 

responsibility in carrying out their assigned job duties. 

 

4.4 The Effect of Commitment and Discipline on Job Satisfaction 
The results of the third hypothesis, namely commitment and discipline, 

simultaneously and significantly affect employee satisfaction. This is known from the 

results of the F test with a value of 4.817 with a significant value of 0.016 where the value 

is less than 0.05. The third hypothesis which states that work commitment and discipline 

have a positive and significant effect on employee satisfaction is accepted. 

With this result, the supplier company for industrial needs, if it increases 

commitment and work discipline, will have an impact on increasing job satisfaction. The 

research findings corroborate the opinion of Pratama & Dihan (2017), that there is a 

significant influence on organizational commitment and work discipline simultaneously on 

employee satisfaction. Mulyanto (2013) states that work commitment and discipline have a 

positive and significant effect on job satisfaction through employee performance. 

Supplier companies to achieve and maintain job satisfaction felt by every employee 

must create work commitment and proper work discipline. In addition, job satisfaction has 

an important meaning for employee self-actualization. Employees who do not have job 

satisfaction will not reach psychological maturity. Employees who get good job 

satisfaction usually have a good record of participation, job rotation, and work 

performance compared to employees who do not get job satisfaction. Job satisfaction has 

an important meaning to provide a favorable situation in the corporate environment. 

 

V. Conclusion 
 

Based on the analysis of the results of research and discussion of this study, it can be 

concluded that organizational commitment has a positive and insignificant effect on 

employee job satisfaction, work discipline has a positive and significant effect on 

employee job satisfaction, and organizational commitment and work discipline have a 

positive and significant effect on job satisfaction. 

The findings of this study have several implications that need to be considered by 

companies, that: 

a. Supplier companies must improve work discipline, and jointly commit organizational 

and work discipline in order to increase employee job satisfaction. 

b. Organizational commitment has a positive and insignificant effect on employee job 

satisfaction, implying that employees who do not get job satisfaction will never reach 

psychological maturity and can become frustrated. Companies have an obligation to 

achieve employee job satisfaction, because job satisfaction is one of the factors that 

encourages employee morale in providing the best results for the company which has an 

impact on company performance. 

c. Supplier companies also need to pay attention to aspects that can shape employee job 

satisfaction, including: individual factors (age, gender, personal attitudes towards work), 
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relationships between employees (relationships between managers and employees, 

social relations between employees, suggestions from colleagues), physical factors and 

workplace conditions, emotions and work situations), and external factors (family 

conditions, recreation, education). 

The limitation of the object of this research is that the results of the research on the 

effect of organizational commitment and work discipline on job satisfaction of employees 

who work in supplier companies cannot be generalized, because the object of research is 

only one supplier company. Suggestions from researchers so that research results can be 

further developed by adding objects of research to several supplier companies so that the 

results can be generalized as a reference for policy making. And can analyze several other 

variables, such as salary, job security, progress, management and company, supervision 

and superiors. 
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