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ABSTRAK 
Tujuan dari penelitian ini adalah untuk menganalisa pengaruh work-life balance, employee 
engagement dan komitmen organisasi terhadap kepuasan kerja pegawai Badan Perencanaan 
Pembangunan, Penelitian Dan Pengembangan Daerah Kabupaten Gresik. Sampel dalam penelitian 
ini adalah seluruh pegawai Badan Perencanaan Pembangunan, Penelitian Dan Pengembangan 
Daerah Kabupaten Gresik berjumlah 44 orang. Teknik pengumpulan data menggunakan kuesioner, 
sedangkan teknik analisa data menggunakan regresi linier berganda. Hasil penelitian membuktian 
bahwa work-life balance, employee engagement dan komitmen organisasi berpengaruh secara 
parsial dan simultan terhadap kepuasan kerja pegawai Badan Perencanaan Pembangunan, 
Penelitian Dan Pengembangan Daerah Kabupaten Gresik. Di antara ketiga variabel tersebut, 
employee engagement terbukti memiliki pengaruh dominan terhadap kepuasan kerja pegawai 
Badan Perencanaan Pembangunan, Penelitian Dan Pengembangan Daerah Kabupaten Gresik 
Kata Kunci: work-life balance, engagememt, commitment, satisfaction. 
 

ABSTRACT 

The purpose of this study is to analyze the influence of work-life balance, employee engagement, 
and organizational commitment on job satisfaction among employees of Badan Perencanaan 
Pembangunan, Penelitian Dan Pengembangan Daerah Kabupaten Gresik. The sample in this study 
consists of all 44 employees of Badan Perencanaan Pembangunan, Penelitian Dan Pengembangan 
Daerah Kabupaten Gresik. The data collection technique used was a questionnaire, while the data 
analysis technique employed multiple linear regression. The results of the study prove that work-
life balance, employee engagement, and organizational commitment have both partial and 
simultaneous effects on job satisfaction among employees of Badan Perencanaan Pembangunan, 
Penelitian Dan Pengembangan Daerah Kabupaten Gresik. Among these three variables, employee 
engagement is found to have the dominant influence on job satisfaction among employees of 
Badan Perencanaan Pembangunan, Penelitian Dan Pengembangan Daerah Kabupaten Gresik.   
Keywords: work-life balance, engagememt, commitment, satisfaction. 
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INTRODUCTION 
In this modern era, organizations have an 

increasing concern for employee satisfaction 

and well-being as an important factor in 

improving overall organizational productivity 

and performance. Regional Development 

Planning, Research, and Development Agency 

of Gresik Regency (BAPPEDA Gresik) as a 

government institution that has a strategic role 

in regional planning and development, is no 

exception to the challenge of ensuring employee 

welfare and satisfaction in the work 

environment. 

A phenomenon that occurs in many 

organizations, including government agencies, 

is the challenge of maintaining work-life 

balance. Employees who experience an 

imbalance between their work and personal 

lives tend to experience stress, fatigue, and 

decreased work performance. In addition, 

employees who are not actively involved in 

their work (employee engagement) are also 

prone to decreased motivation and loyalty to the 

organization. On the other hand, a low level of 

organizational commitment can cause 

employees to feel unattached to the vision, 

mission, and goals of the organization, thus 

potentially decreasing performance and job 

satisfaction.. 

In the context of the Gresik Regency 

Regional Development Planning, Research and 

Development Agency, maintaining employee 

job satisfaction is crucial to support 

effectiveness and efficiency in carrying out its 

duties which have a direct impact on regional 

development. Therefore, research investigating 

the influence of work-life balance, employee 

engagement, and organizational commitment 

on employee job satisfaction in this institution 

will provide a deeper understanding of the 

factors that influence employee welfare and job 

satisfaction. 

From several previous studies, it can be 

seen that there are several factors that influence 

employee job satisfaction, including work-life 

balance (Nurjana, et al, 2023; Rondonuwu, et al, 

2018; Arunika and Kottawatta, 2015; Permadi, 

et al, 2023; Subing, et al, 2023; Hiariey, et al, 

2022; Hilman, et al, 2023), employee engagement 

(Rachman and Dewanto, 2016; Atthohiri and 

Wijayati, 2021; Thamrin, 2021; Mauliddya, 2021; 

Noercahyo, et at, 2021), and organizational 

commitment (Setiawan, 2020; Renyut, 2017; 

Okwudili, 2022; Amin, 2022; Dharmawan, et al, 

2024; Halilintar and Sobirin, 2022; Pratiwi and 

Narlan, 2021; Dewi and Adi, 2016; Dwiyanti and 

Bagia, 2020). 

However, there are still gaps in research 

that have not been met, thus opening up 

opportunities for more comprehensive research 

contributions. Some research gaps include 

Endaka, et al (2020) in their research stating that 

work-life balance has no effect on employee job 

satisfaction. Arista and Kurnia (2022) stated that 

employee engagement has no effect on employee 

job satisfaction. Gazali, et al (2022), Ratnasari, et 

al (2020), and Sunaris, et al (2022) stated that 

organizational commitment has no effect on 

employee job satisfaction. 

By considering the research gap in the 

results of previous studies involving the variables 

of work-life balance, employee engagement and 

organizational commitment to employee job 

satisfaction, further, more in-depth research is 

needed with the aim of exploring the influence of 

work-life balance, employee engagement and 

organizational commitment to employee job 

satisfaction. 

Job satisfaction is a common expectation 

for working individuals, but the realization of this 

satisfaction is a long and gradual process. Job 

satisfaction is basically subjective because each 

individual has a different level of satisfaction 

according to their values and expectations. The 

more aspects of the job that match the individual's 

preferences, the higher the level of satisfaction 

that can be felt. Job satisfaction describes positive 

and loving feelings towards one's job, and this is 

reflected in work morale (Hasibuan, 2021). 

According to Kreitner and Kinicki (2016), job 

satisfaction is a person's emotional response to 

various aspects of work. Davis (2015) describes 

job satisfaction as an individual's feelings about 

the extent to which their work is enjoyable or not. 

According to Robbins and Judge (2017), job 
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satisfaction is the difference between the 

amount of rewards a person receives from their 

job and the amount they think they should 

receive. 

Work-life balance is an individual's 

effort to organize and balance the various roles 

they play in their daily lives. They emphasize 

the importance of an individual's ability to 

divide their time and energy effectively between 

work responsibilities and personal or family 

obligations, so that both aspects of life can run 

harmoniously without interfering with each 

other (Fisher, 2009). 

Schermerhorn (2008) stated that work-

life balance is a person's ability to balance work 

demands with personal and family needs. This 

concept emphasizes the importance of 

maintaining a healthy balance between various 

professional responsibilities and aspects of 

personal life, including time spent with family 

and for oneself. In other words, work-life 

balance includes how individuals manage their 

time, energy, and commitments in order to not 

only be successful in their careers but also be 

able to meet their emotional, social, and 

physical needs outside of work. Schermerhorn 

also highlighted that this balance is important to 

prevent excessive stress and fatigue, which can 

have negative impacts on mental and physical 

health. Ensuring a balance between work and 

personal life not only improves an individual's 

quality of life but can also increase productivity 

and job satisfaction, as balanced employees 

tend to be happier and more motivated. 

Therefore, work-life balance is one of the main 

focuses in human resource management, with 

the aim of creating a work environment that 

supports the overall well-being of employees. 

Several studies have proven that work-

like balance has an effect on job satisfaction 

(Nurjana, et al, 2023; Rondonuwu, et al, 2018; 

Arunika and Kottawatta, 2015; Permadi, et al, 

2023; Subing, et al, 2023; Hiariey, et al, 2022; 

Hilman, et al, 2023). Thus, a hypothesis can be 

made as follows: 

H1 : work-like balance influences job 

satisfaction. 

  Employee engagement is an individual's 

positive feelings towards their work, measured by 

their willingness to contribute their abilities and 

energy through behaviors that include a sense of 

belonging, focus on work, work intensity, and 

enthusiasm (Schaufeli, et al 2002). Macey, et al 

(2009) also stated that employee engagement is 

employee awareness of the company's goals and its 

focus in the form of initiative, adaptability, effort, 

and perseverance that support the achievement of 

company goals. According to Robbins and Judge 

(2017), employee engagement refers to the level of 

employee involvement, individual involvement, 

satisfaction, and enthusiasm shown by employees 

towards the work they do. 

  Several studies have shown that employee 

engagement has an effect on employee job 

satisfaction (Rachman and Dewanto, 2016; 

Atthohiri and Wijayati, 2021; Thamrin, 2021; 

Mauliddya, 2021; Noercahyo, et at, 2021). Thus, a 

hypothesis can be made as follows: 

  H2 : employee engagement influences job 

satisfaction. 

Organizational commitment is an 

employee's decision to remain actively 

participating in the organization wholeheartedly, 

with good acceptance of the organization's goals 

and significant contributions to the progress of the 

organization (Sianipar, 2014). Sopiah (2008) also 

describes organizational commitment as the 

degree to which employees believe in the goals of 

the organization and will choose to remain in the 

organization or not leave it. According to Kaswan 

(2017), organizational commitment reflects the 

extent to which employees are willing to continue 

working in the company in the future. Kreitner 

(2017) states that organizational commitment 

involves the level of individual identification with 

the organization and their desire to remain 

actively involved. Robbins (2017) explains that 

commitment to the organization is a condition in 

which an employee has a strong attachment to a 

particular organization, fully supports its goals, 

and intends to maintain a long-term relationship 

with the organization as an active member. 

Luthans (2018) defines organizational 

commitment as a strong desire to be a member of 

a particular organization, with a positive attitude 

towards the values and goals of the organization. 
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By summarizing the views of experts, it can be 

concluded that organizational commitment is 

the readiness of employees to prioritize the 

interests of the organization above their 

personal interests, and to make a major 

contribution to achieving organizational goals. 

Several previous studies have proven that 

organizational commitment has an effect on 

employee job satisfaction (Setiawan, 2020; 

Renyut, 2017; Okwudili, 2022; Amin, 2022; 

Dharmawan, et al, 2024; Halilintar and Sobirin, 

2022; Pratiwi and Narlan, 2021; Dewi and Adi, 

2016; Dwiyanti and Bagia, 2020). With the 

previous research that has been described 

above, the following hypothesis can be made: 

H3 : Organizational commitment influences 

employee job satisfaction. 

H4 : work-life balance, employee engagement, 

and organizational commitment influence 

employee job satisfaction. 

Based on the above hypothesis, a 

research framework can be created as follows: 

 

 
Figure 1. Conceptual Framework 

 

METHODS 

The approach in this study is to use a 

quantitative approach. Quantitative research is a 

systematic scientific process that focuses on the 

analysis of parts and phenomena and their 

relationships. In this study, the measurement 

process has a central role because it forms the 

basis of the relationship between empirical 

observations and mathematical representations of 

quantitative relationships. As explained by 

Sugiyono (2020), quantitative research involves 

collecting data in the form of numbers or 

qualitative data that can be converted into 

numbers. Thus, a quantitative approach is chosen 

to ensure accuracy and precision in measuring the 

phenomena observed in the study.  

The population in this study were all 

employees of the Gresik Regency Development 

Planning, Research and Development Agency with 

a total of 44 people. The sample of this study used a 

saturated sampling technique, meaning that all 

employees of the Regional Development Planning, 

Research, and Development Agency of Gresik 

Regency (BAPPEDA Gresik) with a total of 44 

people were taken as samples. This is in accordance 

with the opinion expressed by Sugiyono (2020) that 

if the population is less than 100 people, the entire 

population is taken and used as a research sample. 

In this study, data collection was carried out using a 

questionnaire technique using a Likert scale with a 

choice of five alternative answers. While the data 

analysis in this study used multiple linear 

regression. 

 

RESULTS  

This Multiple Linear Regression Analysis 

Method is used to determine the influence of work-

life balance variables, employee engagement, and 

organizational commitment on employee job 

satisfaction. Detailed calculations can be seen in the 

appendices and the results of the analysis can be 

seen in the following table. 

Table 1. Multiple Linear Regression Analysis 

Results 

 
 Table 1 above is a summary of the results of 

multiple regression analysis involving the 

independent variables work-life balance (X1), 

employee engagement (X2), and organizational 

commitment (X3) on employee job satisfaction (Y), 

which can be explained as follows: 

1. 1. Partially, the influence of work-life balance 

(X1) on employee job satisfaction (Y) can be 

seen from the t value and the following t 

significance. Where the t value is 2.19358 with 

the following t significance of 0.000 which 

means that work-life balance (X1) has a partial 
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influence on employee job satisfaction (Y). 

This can be seen from the significance value 

of 0.000 which is smaller than 0.05 (t 

significance < 0.05). Thus, the hypothesis that 

states "work-life balance has an influence on 

employee job satisfaction" is proven and true. 

2. The influence of employee engagement (X2) 

on employee job satisfaction (Y) can be seen 

from the t value and the following t 

significance. Where the t value is 4.53146 

with the following t significance of 0.000 

which means that employee engagement (X2) 

has a partial influence on employee job 

satisfaction (Y). This can be seen from the t 

significance value of 0.000 which is smaller 

than 0.05 (t significance < 0.05). Thus, the 

hypothesis stating that "employee engagement 

has an influence on employee job satisfaction" 

is proven and true.. 

3. The influence of organizationall commitment 

(X3) on employee job satisfaction (Y) can be 

seen from the t value and the following t 

significance. Where the t value is 4.68935 

with the following t significance of 0.000 

which means that organizational commitment 

(X3) has a partial effect on employee job 

satisfaction (Y). This can be seen from the t 

significance value of 0.000 which is smaller 

than 0.05 (t significance < 0.05). Thus, the 

hypothesis that states "organizational 

commitment has an effect on employee job 

satisfaction" is proven and true. 

Table 2. Anova 

 
Table 2 above is a summary of the results of 

multiple regression analysis involving 

independent variables of work-life balance, 

employee engagement and organizational 

commitment to employee job satisfaction. Thus it 

can be explained as follows: 

4. Simultaneously, the influence of work-life 

balance, employee engagement and 

organizational commitment has an effect on 

employee job satisfaction, as can be seen from 

the value of F and Significance F. Where the 

calculated F value is 29.317 and Significance 

F is 0.000, which means that simultaneously 

(together) there is a significant influence of the 

three independent variables of work-life 

balance, employee engagement and 

organizational commitment on employee job 

satisfaction. This can be seen from the 

Significance F value of 0.000 which is smaller 

than 0.05 (Significance F <0.05). Thus, the 

hypothesis that states "work-life balance, 

employee engagement and organizational 

commitment have an effect on employee job 

satisfaction" is proven and true. 

 

DISCUSSION 

In the previous description, it has been stated 

about the general description of the research object, 

general description of respondents, description of 

research variables and the results of the analysis of 

hypothesis proof. In relation to that, this chapter 

will discuss the variables that influence the job 

satisfaction of employees of the Gresik Regional 

Development Planning, Research and Development 

Agency (BAPPEDA). In this discussion, the 

magnitude of the influence of these variables will 

be stated both simultaneously and partially with 

various arguments based on the previous 

description, as follows: 

1. 1. The first hypothesis stating that "work-life 

balance has a partial effect on the job 

satisfaction of BAPPEDA Gresik Regency 

employees" is proven and true. This is because 

work-life balance has a significance level of 

0.000 which is below the tolerance value of 5% 

or 0.000 < 0.05. 

This means that work-life balance has a 

significant influence on employee job 

satisfaction when viewed individually 

(partially). In other words, the better the work-

life balance felt by employees, the higher their 

level of job satisfaction at BAPPEDA Gresik 

Regency. 

The results of this study are supported by 

research by Nurjana, et al (2023), Rondonuwu, 

et al (2018), Arunika and Kottawatta (2015), 

Permadi, et al (2023) Subing, et al (2023), 

Hiariey, et al (2022), and Hilman, et al (2023). 

The results of their research prove that work-life 

balance has an effect on employee job 

satisfaction. 

2. The second hypothesis stating that "employee 

engagement has a partial effect on job 

satisfaction of employees of the Gresik Regional 

Development Planning, Research and 

Development Agency (BAPPEDA) Gresik 

Regency" is proven and true. This is because 

employee engagement has a significance level of 
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0.000 which is below the tolerance value of 

5% or 0.000 < 0.05. 

This means that employee engagement has a 

significant influence on employee job 

satisfaction when viewed individually 

(partially). In other words, the higher the level 

of employee engagement, the greater the job 

satisfaction felt by employees of BAPPEDA 

Gresik Regency. 

The results of this study are supported by 

research by Rachman and Dewanto (2016), 

Atthohiri and Wijayati (2021), Thamrin 

(2021), Mauliddya (2021), and Noercahyo, et 

at (2021).). The results of their research prove 

that employee engagement has an effect on 

employee job satisfaction. 

3. The third hypothesis stating that 

"organizational commitment has a partial 

effect on the job satisfaction of BAPPEDA 

Gresik Regency employees" is proven and 

true. This is because organizational 

commitment has a significance level of 0.000 

which is below the tolerance value of 5% or 

0.000 <0.05. This means that organizational 

commitment has a significant effect on 

employee job satisfaction when viewed 

separately or individually (partially). In other 

words, the higher the employee's commitment 

to the organization, the greater the job 

satisfaction felt by employees of BAPPEDA 

Gresik Regency. 

The results of this study are supported by 

research by Setiawan (2020), Renyut (2017), 

Okwudili (2022), Amin (2022), Dharmawan, 

et al (2024), Halilintar and Sobirin (2022), 

Pratiwi and Narlan (2021), Dewi and Adi 

(2016), Dwiyanti and Bagia (2020). The 

results of their studies prove that 

organizational commitment has an effect on 

job satisfaction. 

4. The fourth hypothesis stating that "work-life 

balance, employee engagement and 

organizational commitment have a 

simultaneous inflfluence on the job 

satisfaction of BAPPEDA Gresik Regency 

employees" is proven and correct. This is 

because work-life balance, employee 

engagement and organizational commitment 

have a significance level of 0.000 which is 

below the tolerance value of 5% or 0.000 

<0.05. 

I This means that work-life balance, employee 

engagement, and commitment to the 

organization together have a significant 

influence in increasing employee job 

satisfaction at BAPPEDA Gresik Regency. In 

other words, the better the work-life balance, 

employee engagement, and organizational 

commitment, the higher the employee job 

satisfaction in the organization. 

 

CONSLUSION 

The results of this study indicate that work-

life balance has a significant effect on employee job 

satisfaction at BAPPEDA Gresik Regency, which 

means that the better the balance between work and 

personal life, the higher the level of employee job 

satisfaction. In addition, employee engagement has 

also been shown to have a partial effect on job 

satisfaction, indicating that the higher the employee 

involvement in work, the greater the level of 

satisfaction felt. Organizational commitment also 

contributes to increasing employee job satisfaction, 

indicating that employee loyalty and attachment to 

the organization can create a more positive work 

environment. Furthermore, this study reveals that 

work-life balance, employee engagement, and 

organizational commitment simultaneously have a 

significant effect on employee job satisfaction. This 

confirms that the three factors are interrelated and 

play an important role in creating a work 

environment that supports employee welfare, 

increases motivation, and encourages more optimal 

performance at BAPPEDA Gresik Regency. 

 

 

REFERENCES 

Amin, M.S. (2022). Organizational Commitment, 

Competence on Job Satisfaction and Lecturer 

Performance: Social Learning Theory 

Approach. Golden Ratio of Human Resource 

Management, Vol.2, Issue. 1 (2022). 

Arista, D.W.  dan Kurnia, M. (2022). PENGARUH 

MOTIVASI, EMPLOYEE ENGAGEMENT 

DAN STRES KERJA TERHADAP 

KINERJA KARYAWAN DENGAN 

KEPUASAN KERJA SEBAGAI 

VARIABEL MODERASI (Studi Empiris 

Pada Taman Kyai Langgeng Kota 

Magelang). Prosiding 2nd Business and 

Economics Conference In Utilizing of 

Modern Technology ISSN 2662-9404. 

Arunika dan Kottawatta. (2015). The Effect of 

Work Life Balance on Employee Job 

Satisfaction among Non Executives in the 

Public Banking Sector in Colombo District. 

Human Resource Management Journal, 

2015, Vol. 03, No. 01. 

Atthohiri dan Wijayati. (2021). PENGARUH 



IRJ: Innovation Research Journal-Volume 6 Nomor 1, April 2025; 152-159 

 

 

EMPLOYEE ENGAGEMENT 

TERHADAP KEPUASAN KERJA 

DENGAN WORK LIFE BALANCE 

SEBAGAI VARIABEL INTERVENING. 

Jurnal Ilmu Manajemen Volume 9 Nomor 

3. 

Davis, K. (2015). Human Behavior at Work. New 

York: McGraw-Hill. 

Dewi, O.A. dan Adi, A.N. (2016). Pengaruh 

Komitmen Organisasional Terhdap 

Kepuasan Kerja Dengan Motivasi Kerja 

Sebagai Variabel Intervening (Studi Pada 

PT. Tugu Media Komunikasindo).  Jurnal 

Ilmiah Mahasiswa FEB Universitas 

Brawijaya, Vol 10, No 1. 

Dwiyanti, I. A. K. A. dan Bagia, I.W. (2020). 

PENINGKATAN KEPUASAN KERJA 

KARYAWAN MELALUI KOMITMEN 

ORGANISASI. Prospek: Jurnal 

Manajemen dan Bisnis, Vol. 2 No. 2, Bulan 

Desember Tahun 2020. 

Endaka, R.F. et al. (2020). Worklife Balance dan 

Kompensasi terhadap Kepuasan Kerja 

Karyawan PT Hasjrat Abadi Cabang 

Kotamobagu. Productivity, Vol. 1 No. 5, 

2020. 

Fisher, G., et al. (2009). Beyond Work and 

Family: A Measure of Work/Nonwork 

Interference and Enhancement. Journal of 

Occupational Health Psychology. 14(4), 

441-456. 

Gazali, D., et al. (2022). Competence, Motivation, 

and Organizational Commitment on Job 

Satisfaction and Employee Performance at 

Bank Sinarmas Pekanbaru Riau Branch. 

Journal of Applied Business and 

Technology (JABT) 2022: 3(1), 26-39. 

Halilintar, R. dan Sobirin, A. (2022). The 

Influence of Training and Organizational 

Commitment on Employee Performance 

through Job Satisfaction. Selekta 

Manajemen: Jurnal Mahasiswa Bisnis & 

Manajemen, Vol. 01, No. 05, 2022. 

Hasibuan, N.A. (2021). The Effect of Work 

Involvement and Organizational Support 

on Employee Performance in the 

Company. Journal of Management Science 

(JMAS) Volume 4. No. 4 October 2021. 

Hiariey, H., et al (2022). The Effect of Work Life 

Balance on Job Satisfaction with Work 

Stress as a Mediating Variable "PT. JNE 

(Nugraha Ekakurir Line) Express Ambon 

Branch". East Asian Journal of 

Multidisciplinary Research (EAJMR) Vol. 

1, No. 11, 2022. 

Hilman, et al. (2023). The Effect Of Work Life 

Balance And Work Stress On Performance 

With Job Satisfaction As Intervening 

Variables At The Office Of Theministry Of 

Religion, Selatan Tapanuli Regency. 

International Journal of Science, Technology 

& Management. 

Kaswan. (2017). Pengembangan Sumber Daya 

Manusia. Jakarta: PT Bumi Aksara. 

Kreitner, R. dan Kinicki, A. (2016). Perilaku 

Organisasi, Terjemahan: Erly Suandy. 

Jakarta: Salemba Empat. 

Kreitner, R. dan Kinicki, A. (2016). Perilaku 

Organisasi, Terjemahan: Erly Suandy. 

Jakarta: Salemba Empat. 

Luthans, (2018). Organization Behavior. New 

York: McGraw Hill International 

Macey, W.H., et al. (2009). Employee Engagement: 

Tools for Analysis, Practice, and Competitive 

Advantage. London: Wiley & Blackwell. 

Mauliddya, D. (2021). The Effect of Employee 

Engagement on Job Satisfaction through 

Affective Commitment at PT Ultra Medika 

Surabaya. Journal of Business and 

Management Review Vol. 2 No. 9 2021.  

Noercahyo, U.S.  et at. (2021). THE ROLE OF 

EMPLOYEE ENGAGEMENT ON JOB 

SATISFACTION AND ITS EFFECT ON 

ORGANIZATIONAL PERFORMANCE. 

Journal of Applied Management (JAM) 

Volume 19 Number 2, June 2021. 

Nurjana, et al. (2023). The Effect Of Work-Life 

Balance On Employee’s Job Satisfaction And 

Work Motivation As Intervening Variable On 

Head Office PT Perkebunan Nusantara VI. 

ASEAN Entrepreneurship Journal (AEJ) | 

Vol 9 No.1; 61-72, 2023. 

Okwudili, A.C, et al. (2022). THE IMPACT OF 

ORGANIZATIONAL COMMITMENT ON 

JOB SATISFACTION AMONG 

EMPLOYEES IN NIGERIA. The Asian 

Journal of Professional and Business Studies, 

Volume 3, Eds 1. 

Permadi, et al. (2023). The Effect of Work-Life 

Balance and Workload on Job Satisfaction to 

Affect Nurse Perform. Ekonomis: Journal of 

Economics and Business Volume 7, No 2 

(2023), September. 

Pratiwi, I.A. dan Narlan, E. (2021). THE 

INFLUENCE OF WORK CONFLICT AND 

ORGANIZATIONAL COMMITMENT ON 

JOB SATISFACTION. Almana : Jurnal 

Manajemen dan Bisnis Volume 5, No. 3/ 

December 2021. 

Rachman dan Dewanto. (2016). Pengaruh 

https://www.wiley.com/en-us/search?pq=%7Crelevance%7Cauthor%3AWilliam+H.+Macey


IRJ: Innovation Research Journal P-ISSN :2721-6683, E-ISSN :2721-6675 
 

159  

Employee Engagement terhadap Kepuasan 

Kerja dan Turnover Intention Perawat 

(Studi pada Rumah Sakit Wava Husada 

Kepanjen Malang). Jurnal Aplikasi 

Manajemen (JAM) Vol 14 No 2, 2016. 

Ratnasari, et al. (2020). The Effect of 

Organizational Commitment, 

Organizational Culture, Work 

Environment, and Leadership Style on Job 

Satisfaction. Enrichment: Journal of 

Management, Volume 11, Issue 1, Nov 

(2020). 

Renyut, B.C., et al. (2017). The effect of 

organizational commitment, competence 

on Job satisfaction and employees 

performance in Maluku Governor's Office. 

IOSR Journal of Business and Management 

(IOSR-JBM), Volume 19, Issue 11. Ver.III 

(November. 2017). 

Robbins, P.S. dan Judge, T.A. (2017). 

Organizational Behaviour, Edisi 13, Jilid 

1. Jakarta:  Salemba Empat.  

Robbins, P.S. dan Judge, T.A. (2017). 

Organizational Behaviour, Edisi 13, Jilid 

1. Jakarta:  Salemba Empat. 

Rondonuwu, F.A., et al. (2018). Pengaruh Work-

life Balance Terhadap Kepuasan Kerja 

Karyawan Pada Hotel Sintesa Peninsula 

Manado. Jurnal Administrasi Bisnis Vol. 7. 

NO. 2, 2018. 

Schermerhorn, J. (2008). Management. Ninth 

Edition. John Wiley & Sons. 

Setiawan, H.D. (2020). Pengaruh Komitmen 

Organisasi Terhadap Kepuasan Kerja 

Pegawai Di Lingkungan Kecamatan 

Bantargebang Kota Bekasi. Jurnal Ilmu 

dan Budaya, Vol .41, No. 69, Juli 2020. 

Sianipar, A.R.B. dan Haryanti, K. (2014). 

Hubungan Komitmen Organisasi dan 

Kepuasan Kerja dengan Intensi Turnover 

pada Karyawan Bidang Produksi CV. X. 

Jurnal Psikodemensia. Vol. XIII, No.1 (98-

114). 

Sopiah. (2008). Perilaku Organisasi. Yogyakarta: 

Andi Offset. 

Subing, .H., et al. (2023). Effect of Work-Life 

Balance, Physical Work Environment, and 

Non-Physical Work Environment on 

Employee Job Satisfaction at PT Bank 

Lampung. Journal of Management, 

Business and Social Science, 2st Edition, 

2023. 

Sugiyono. (2020). Metode Penelitian Kualitatif. 

Bandung: Alfabeta. 

Sunaris, D., et al (2022). Effects Of 

Organizational Commitment And 

Organizational Justice On Organizational 

Citizenship Behavior With Job Satisfaction 

As A Mediation. International Journal of 

Science, Technology & Management, ISSN: 

2722 – 4015. 

Thamrin, A.P. (2021). Pengaruh Motivasi Kerja dan 

Employee Engagement Terhadap Kepuasan 

Kerja Pada Karyawan PT. Arthaasia Finance. 

Jurnal Ilmu Manajemen dan Bisnis – Volume 

12 Nomor 1 Maret 2021.  

 

 


