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Brawijaya University, Malang. The approach used is quantitative with a survey
and explanatory design. The entire population, consisting of 46 people, was
used as respondents through a census technique. Primary data were collected
using a Likert-scale-based questionnaire and analyzed using path analysis
using SPSS version 26. The results show that work discipline and work
motivation have a positive and significant effect on performance, both directly
and indirectly through organizational commitment as a mediating variable. It
means that increasing work discipline and motivation not only has a direct
impact on improving performance but can also strengthen performance
through increasing organizational commitment. These findings emphasize the
importance of building a work culture that supports discipline and motivation,
as well as strengthening organizational commitment as a foundation for
improving educational staff performance. Therefore, policies and leadership are
needed that are able to encourage the development of these three aspects in an
integrated manner to achieve sustainable work effectiveness in the higher
education environment.
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INTRODUCTION

One of the main indicators for measuring the success of public services in higher education is
employee performance. At the Faculty of Law, Brawijaya University (FHUB), the demand for
improved service quality requires all employees, particularly educational staff, to demonstrate
optimal performance. However, data from the Public Satisfaction Index (IKM) Survey conducted by
PPID-UB shows a decline in the service performance index at FHUB from 2019 to 2021. This
condition indicates issues in employee performance that require further investigation.

Hasibuan (2016:94) states that performance is the achievement of individual work results in
carrying out tasks, which is influenced by ability, experience, and level of seriousness over a certain
period of time. On the other hand, Robbins (2016:263) suggests that performance is a consequence
of the combination of individual abilities and motivation levels. Individual performance
significantly influences overall organizational performance. Therefore, understanding the factors
that influence performance is important as a basis for policy-making and strategies to improve the
quality of educational staff services.

Mathis and Jackson (2006:378) suggest that employee performance is influenced by three main
factors: (1) individual abilities (including talents, interests, and personality), (2) effort expended
(including motivation, work ethic, attendance, and task design), and (3) organizational support
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(such as training, technology, work standards, and management roles). Meanwhile, according to
Dessler (2000), other determining factors include the quality and quantity of work, supervision,
attendance levels, and employee conservation efforts in preventing waste and maintaining
organizational assets.

In various studies on human resource development, employee work discipline has been
identified as a crucial factor influencing performance improvement. It is evidenced by Wahyudi,
Semmaila, and Arifin (2020), whose research demonstrated that work discipline significantly
impacts the performance of civil servants. Similar findings are supported by research conducted by
Andriani, Y.A., Purnamaningsih, N., & Satriyono, G. (2018) and Prihastuti, R.R., Soelistya, D., and
Wijayanti, T.C. (2022), which concluded that work discipline positively contributes to improving
employee performance.

Besides work discipline, motivation is also a key factor in improving employee performance.
Several studies, including those by Salbiyah and Mahardhika (2017) and Nur, Wiryawan, and Nur
(2020), have demonstrated a positive correlation between work motivation and performance
achievement. According to Wibowo (2014:323), motivation is understood as the driving force that
drives a series of individual behavioral processes in achieving organizational goals, encompassing
elements of generation, direction, maintenance, intensity, continuity, and goal orientation.

From this perspective, work discipline and work motivation are two important aspects
believed to influence employee performance. Discipline, which includes adherence to work hours,
tasks, and internal regulations (Hasibuan, 2017:193), reflects professional responsibility that directly
contributes to work performance. Meanwhile, motivation, especially extrinsic motivation such as
job security, quality supervision, and interpersonal relationships (Herzberg in Nawawi, 2011), can
be a powerful driver of increased employee productivity.

However, various previous studies have shown inconsistent results regarding the direct
influence of discipline and motivation on employee performance. Research by Saputri, Handayani,
and Kurniawan (2021) found that discipline had no significant effect on performance. Research by
Rahmat Hidayat (2021) instead found that motivation had no significant effect on employee
performance, indicating an inconsistency in previous findings. Therefore, a new approach is needed
that incorporates potential mediating variables.

The differences in research results indicate the importance of examining the possibility of other
variables mediating the relationship between work discipline and motivation on performance, one
of which is organizational commitment. Research by Santoso (2018), Wildan (2019), Kurniawan
(2019), Erawati and Wahyono (2019), Hestini and Haryani (2020), and Indah and Puspasari (2021)
confirms that organizational commitment is a crucial variable in driving performance improvement.
Organizational commitment, which reflects loyalty, emotional attachment, and willingness to
contribute to institutional goals (Luthans, 2017), is believed to bridge the relationship between
individual factors (discipline and motivation) and employee performance outcomes.

Taking into account the theoretical framework and empirical evidence, this study focuses on
examining the influence of work discipline and work motivation on employee performance,
positioning organizational commitment as a mediating variable, in the context of educational staff
at FHUB. In relation to this focus, a conceptual framework is developed that refers to the theoretical
foundation and empirical findings from previous research to clarify the relationships between the
variables studied.
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Figure 1. Research Framework

Based on the conceptual framework, this study proposes seven hypotheses describing the
relationships between variables. H-1 and H-2 state that work discipline and work motivation each
influence the performance of educational staff. H-3 and H-4 suggest that work discipline and work
motivation also influence organizational commitment. H-5 states that organizational commitment
influences performance. Furthermore, H-6 and H-7 confirm that organizational commitment
mediates the influence of work discipline and motivation on performance. All hypotheses are
formulated based on previous theories and empirical findings and will be tested quantitatively to
obtain reliable scientific evidence.

This study aims to analyze the influence of work discipline and work motivation on employee
performance, with organizational commitment as a mediating variable. The results are expected to
enrich studies on organizational behavior, particularly in understanding the role of organizational
commitment as a mediator. Practically, these findings serve as a basis for formulating strategies to
improve the performance of educational staff in higher education.

METHODS

This study uses a quantitative explanatory approach to examine the relationship between
variables through hypothesis testing. The study was conducted in 2022 at the Faculty of Law,
Brawijaya University, Malang. The study population was all 46 FH UB educational staff, consisting
of 19 Civil Servants (PNS) and 27 Non-PNS Permanent Employees. Data collection was conducted
by distributing questionnaires to the entire population using a five-point Likert scale. Instrument
validity was tested using the Pearson Product-Moment technique, while reliability was tested using
Cronbach's Alpha. Data analysis used path analysis to identify direct and indirect influences
between variables. All analyses were performed using SPSS for Windows version 26 software.

RESULT AND DISCUSSION

The validity test results using Pearson correlation showed that all questions in the
questionnaire had a significant relationship with the total score of each variable. The significance
values obtained were all below 0.05, indicating that the questionnaire items were valid. In other
words, all items in the variables Work Discipline, Work Motivation, Organizational Commitment,
and Performance were appropriate and could measure what they were intended to measure.
Therefore, this questionnaire is suitable for use in research and can proceed to the next testing stage.

The results of the reliability test using Cronbach's Alpha showed that all variables in this study
had coefficient values above 0.60. This value indicates that the instrument used is reliable. It means
that all questions in the variables Work Discipline, Work Motivation, Organizational Commitment,
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and Performance demonstrate consistency in measuring each variable. Thus, the research
instrument is declared stable and suitable for use in further data analysis.

Based on the analytical model used in this study, namely path analysis, this approach is
applied to examine the pattern of relationships between variables, both direct and indirect
relationships. In the context of this study, there are two types of variables analyzed: independent
variables (exogenous) and dependent variables (endogenous). The independent variables consist of
work discipline (X1) and work motivation (X2), while the dependent variables include
organizational commitment (Y1) and educational staff performance (Y2). A visualization of the
model can be seen in Figure 2.

Work discipline (x1)

Organizational
commitment

(w1)

Figure 2. Path Analysis Model of the Influence of Discipline and Work Motivation on Performance
with Organizational Commitment as a Mediating Variable

Based on the results of the path analysis, the direct and indirect influence coefficients were
obtained as presented in Table 1 below:

Table 1. Summary of Path Analysis Results

Information standardized path p—valu? Conclusion

coefficient (B) (mark sig) Hypothesis
H-1: X1 => Y2 (direct influence) 1.218 0.000 accepted
H-2: X2 => Y2 (direct influence) 1.373 0.000 accepted
H-3: X1=>Y1 1.129 0.000 accepted
H-4: X2 =>Y1 1.239 0.000 accepted
H-5: Y1 =>Y2 1.498 0,000 accepted
H-6: X1 => Y1 => Y2 (indirect influence) 1.129*1.498=1.691 > 1.218 accepted
H-7: X2 =>Y1 => Y2 (indirect influence) 1.239*1.368=1.694 > 1.373 accepted

Source: primary data processed by researchers in 2022

First, the analysis results show that work discipline has a direct impact on performance. The
magnitude of this influence is indicated by a coefficient of 1.218, which is statistically significant (p-
value = 0.000). It means that the higher an employee's discipline in carrying out their duties, such as
being punctual, adhering to rules, and working consistently, the higher their performance.

Second, work motivation also has a direct effect on performance, with a coefficient of 1.373
and a p-value of 0.000. It means that motivated employees —whether due to internal factors like job
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satisfaction or external factors like incentives or recognition —tend to perform better. In fact, the
effect of motivation on performance was recorded as higher than the effect of work discipline.

Third and fourth, work discipline and work motivation also have a direct influence on
organizational commitment. Work discipline influences organizational commitment with a
coefficient of 1.129, and work motivation with a coefficient of 1.239, both significant (p-value =
0.000). It means that disciplined and motivated employees not only perform well but also have a
sense of responsibility, loyalty, and emotional attachment to the institution where they work.

Fifth, and most prominently, is the influence of organizational commitment on performance,
with the highest coefficient of 1.498. It indicates that organizational commitment is the strongest
factor influencing educational staff performance.

In addition to the direct influence, this study also found an indirect influence of discipline and
work motivation on performance, through organizational commitment as an intermediary
(mediation). Work discipline has an indirect influence on performance of 1.691 (the product of 1.129
x 1.498). This value is greater than its direct influence (1.218), indicating that organizational
commitment strengthens the impact of discipline on performance. Work motivation also has an
indirect influence on performance of 1.854 (the product of 1.239 x 1.498), greater than its direct
influence (1.373). It means that the higher the employee motivation and the greater their
organizational commitment, the higher the resulting performance.

Work Discipline Affects Performance. Hypothesis 1 states that work discipline influences the
performance of educational staff at the Faculty of Law, Brawijaya University. Path analysis results
indicate that work discipline has a significant influence on performance. This finding indicates that
discipline encourages individuals to act purposefully and comply with work regulations, thus
positively impacting performance. This finding aligns with research by Andriani et al. (2018) and
Prihastuti et al. (2022), which states that employees with high levels of discipline tend to perform
their duties optimally. Conversely, low levels of discipline can lead to neglect of responsibilities and
decreased performance. However, this result differs from the findings of Saputri et al. (2021), which
stated that work discipline did not significantly influence performance, likely due to differences in
context, respondent characteristics, or research instruments. Overall, this study confirms the
importance of work discipline as a factor that directly contributes to improving educational staff
performance.

Work Motivation Affects Performance. Hypothesis 2: The second hypothesis states that work
motivation influences the performance of the educational staff at the Faculty of Law, Brawijaya
University. Path analysis results indicate that work motivation has a significant effect on
performance. This finding suggests that motivation drives individuals to perform tasks optimally,
with high enthusiasm and commitment to achieving the best results. Motivated employees are more
active, take initiative, and are willing to put in more effort in their work, while low motivation can
potentially decrease performance due to a lack of participation and responsibility. These results are
consistent with research by Salbiyah and Mahardhika (2017) and Nur et al. (2020), which showed a
positive effect of motivation on employee performance. However, these findings differ from those
of Rahmat Hidayat (2021), who stated that motivation did not significantly influence performance,
likely due to differences in organizational context, work culture, or measurement tools used.
Therefore, this study confirms that increasing work motivation is an important strategy in
supporting optimal educational staff performance.

Work Discipline Influences Organizational Commitment. Hypothesis 3 states that work
discipline influences the organizational commitment of the Faculty of Law staff at Brawijaya
University. Path analysis results indicate that work discipline has a significant influence on

@ @ This open-access article is distributed under a
@ Creative Commons Attribution (CC-BY-NC) 4.0 license

1296



‘ INTERNATIONAL JOURNAL OF ENVIRONMENTAL

| SUSTAINABILITY AND SOCIAL SCIENCE

. + ISSN 2720 - 9644 (print)

’ INSTITUTE * ISSN 2721 - 0871 (online)

- DIIESS

e g e

Indexed By :

3 canups @ RGAD

Osintad

organizational commitment. High levels of discipline reflect an individual's ability to control
themselves and act according to organizational rules, which ultimately fosters responsibility,
efficiency, and loyalty. Employees who consistently demonstrate disciplined behavior tend to have
a strong emotional attachment to the institution and an awareness of the organization's values and
goals, thus increasing their commitment to contribute actively. This finding aligns with research by
Liana and Irawati (2018), Nurlaely and Riani (2020), and Ridwan (2020), which emphasizes that
work discipline is a crucial factor in building and strengthening organizational commitment.

Work Motivation Influences Organizational Commitment. Hypothesis 4 states that work
motivation influences the organizational commitment of the teaching staff at the Faculty of Law,
Brawijaya University. Based on the results of the path analysis, work motivation was proven to have
a significant influence on organizational commitment. This finding indicates that the higher an
employee's work motivation, the stronger their emotional attachment and loyalty to the institution.
Motivated employees tend to have an internal drive to contribute optimally to support
organizational goals, while low motivation can weaken their sense of ownership and commitment.
These results align with research by Liana and Irawati (2018) and Nurlaely and Riani (2020), which
states that motivation is a key factor in shaping organizational commitment. Motivation can be
increased by fulfilling basic employee needs, such as recognition, security, harmonious work
relationships, and opportunities for self-actualization. When these needs are met, employees tend to
exhibit high work enthusiasm, which positively impacts organizational commitment.

Organizational Commitment Affects Performance. Hypothesis 5 states that organizational
commitment influences the performance of the Faculty of Law staff at Brawijaya University. Path
analysis results indicate that organizational commitment significantly influences performance. This
finding indicates that the higher an employee's commitment to the organization, the better the
quality of their performance. Organizational commitment reflects emotional attachment, loyalty,
and a desire to support the institution's goals continuously. According to Robbins (2013),
organizational commitment is a state in which employees identify with the organization and intend
to maintain their membership. Mathis and Jackson (2011) emphasize that highly committed
employees will contribute maximally. It is also confirmed by Nasution (2017), who states that highly
committed employees actively maintain organizational dynamics and standards. These results are
in line with previous findings from Liana and Irawati (2018), Santoso (2018), Wildan (2019),
Kurniawan (2019), Erawati and Wahyono (2019), Nurlaely and Riani (2020), Hestini and Haryani
(2020), and Indah and Puspitasari (2021), which show that organizational commitment has a positive
and significant effect on improving employee performance.

Work Discipline Influences Performance through Organizational Commitment. Hypothesis
6 states that work discipline influences performance through organizational commitment among the
Faculty of Law staff at Brawijaya University. Path analysis results indicate that the effect of work
discipline on performance is significant, mediated by organizational commitment. It means that
employee discipline will be more effective in improving performance when accompanied by a high
level of commitment to the organization. Work discipline contributes to efficiency and order in task
execution, but the motivation to maintain this discipline is highly dependent on the employee's
emotional attachment and loyalty to the institution. Employees with high commitment tend to carry
out their duties responsibly and consistently, meeting expected performance standards. Consistent
with Robbins' (2007) perspective, commitment is reflected in the desire to remain part of the
organization and actively support the achievement of its goals. Therefore, the results of this study
confirm that organizational commitment strengthens the relationship between work discipline and
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performance, creating a workforce that not only adheres to regulations but also demonstrates
dedication and professional responsibility in supporting the institution's progress.

Work Motivation Influences Performance through Organizational Commitment.
Hypothesis 7 states that work motivation influences performance through organizational
commitment among the teaching staff at the Faculty of Law, Brawijaya University. Path analysis
results indicate that work motivation has a significant effect on performance, mediated by
organizational commitment. This finding suggests that high work motivation will drive optimal
performance improvement when accompanied by strong organizational commitment. Motivation,
both internal and external, encourages individuals to work diligently, responsibly, and with a
results-oriented focus. In an organizational context, motivation also plays a role in fostering loyalty,
engagement, and identification with the institution's values and goals. Organizational commitment,
fostered by high motivation, then strengthens employees' drive to contribute their best, thus
positively impacting performance improvement. Thus, the results of this study confirm that
organizational commitment is a crucial bridge that strengthens the influence of work motivation on
teaching staff performance.

Thus, the results of this study confirm that organizational commitment acts as a mediating
variable that strengthens the influence of work motivation on performance improvement. Therefore,
in efforts to improve employee performance, it is important for institutions to not only build an
effective motivation system but also foster and strengthen organizational commitment among
educational staff.

Indexed By :

CONCLUSION

Based on the analysis results discussed previously, there are several important findings related
to the influence of work discipline, work motivation, and organizational commitment on the
performance of Education Personnel at the Faculty of Law, Brawijaya University. First, work
discipline is proven to have a positive influence on employee performance, indicating that the higher
the level of discipline, the better the performance. Second, work motivation also has a positive
influence on performance, meaning that employees who have a high work drive tend to show better
performance. Furthermore, work discipline and work motivation separately also have a positive
influence on organizational commitment, indicating that disciplined and motivated employees tend
to have high loyalty and responsibility to the institution where they work. In addition,
organizational commitment itself is proven to have a positive influence on performance, so that the
higher the employee's commitment to the organization, the more optimal their performance. Finally,
both work discipline and work motivation are proven to influence performance through the
mediation of organizational commitment, indicating that organizational commitment plays a
significant role in strengthening the relationship between these variables and employee
performance. These findings underscore the importance of building a disciplined and motivating
work culture, as well as strengthening organizational commitment to improve the overall
performance of education personnel.
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