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A B S T R A C T 

This study aims to analyze discipline, work environment, and commitment to 
job satisfaction. This type of research is quantitative research. The population 
in this study found 66 employees. The number of samples in this study was 66 
employees. In this study, data collection related to the problems studied by 
researchers was carried out through questionnaires distributed to employees 
at the company, interviews were conducted to employees, and documentation 
studies in the form of company data, books, and journals related to the 
variables studied. Sources of research data consist of primary data in this study 
are interviews and questionnaires and secondary data is data obtained from 
notes, books, and magazines in the form of financial reports for company 
publications, government reports, articles, books as theory, magazines, and so 
on. The data analysis used is classical assumption test and hypothesis testing. 
The results showed that the coefficient of determination can be seen from the 
Adjusted R Square value of 0.561, meaning that 56.1% of the variation in job 
satisfaction variables can be explained by variations in work discipline, work 
environment, and commitment variables. while the remaining 43.9% is 
explained by other variables not examined in the study. So, it can be concluded 
that discipline, work environment, and work commitment have a positive effect 
on job satisfaction. 

 
1. INTRODUCTION 

Performance in general are activities and results that can be achieved or continued by a person or 
group of people in doing a good job task, meaning that it achieves the goals or work standards that have 
been set before and after or can exceed the standards used by the company during a certain period 
(Thamotharan et al., 2021; Yasa et al., 2021). Performance is also a description of the level of achievement 
of the implementation of an activity or policy in realizing the goals, objectives, mission and vision of the 
organization contained in the strategic plan of an organization. The success of a job is largely determined 
by effective human resources (Daulay et al., 2019), Human resources have a major role in the activities of 
the organization or the job. Assessment of human resources can be seen from the work that has been done 
through the performance it produces. So that it can be said that effective human resources produce a good 
performance. The importance of paying attention to employee performance is because performance is one 
of the determinants in achieving company performance in an effort to achieve company goals. 

The performance of each employee will have different levels of results. In the scope of human 
resources, the performance of an employee is needed to achieve the best performance, both for the 
employees themselves and the company. To get a satisfactory performance as expected by the company, 
of course, it is necessary to have supporting factors so that maximum employee performance can be 
achieved. Factors that affect employee performance are effectiveness and efficiency, authority and 
responsibility, discipline, initiative. The discipline of a company is said to be good if most of the employees 
obey the existing regulations (Kale et al., 2019; Suryani, 2020). Every company or organization will 
definitely hold an evaluation to find out what are the obstacles and deficiencies that exist so that they can 
be improved in order to achieve the goals of the company or organization. Someone who is in a company 
or organization must have full loyalty in order to be able to have a vision and mission to achieve common 
goals. 

However, in reality, what happened at PT Ria Multi Solusindo Medan, it is known that employees 
do not have a good commitment to the organization due to the incompatibility of employee expectations 
with the reality obtained. This company does not take care of its employees so that employees cannot be 
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loyal to the company. This can be seen from the increase in employee turnover in this company. This 
employee disloyalty is due to the company not providing what has been promised to employees in the 
form of salary increases every year but in practice, the company does not increase every year and the 
company is not committed to the rules within the company where there is injustice in giving sanctions to 
employees who violate so that this causes the disappointment of employees and prefers to resign due to 
low commitment from the company to employees. The level of work discipline of employees at this 
company has also decreased as seen from the number of jobs that are not completed on time, the absentee 
level has increased and the number of employees who are late to the office In addition, the work 
environment at this company is still not good, such as the mandatory health protocol for masks and hand 
washing that have not been strictly enforced for all employees, the level of cleanliness is still not 
maintained in the company environment, the working relationship of employees is still not harmonious. 

The problems that occur certainly need to be the company's attention. Commitment is a 
relationship between individual employees and work organizations, where employees have confidence 
and trust in the values and goals of the work organization (Darmawati, 2016). Employees who have a high 
level of commitment to their organization tend to stay as members for a relatively long time, feeling the 
company is a part of their lives so that they will work optimally to improve their performance in the 
company. Whereas commitment is an important thing in an organization. Commitment can reflect the 
degree to which an individual identifies with the organization and is bound to its goals. In addition, 
commitment is also an employee's feeling to be part of an organization or company and recognizes the 
goals, values, norms, and ethical standards in an organization and expresses commitment and intends to 
maintain membership in the organization. Commitment is also a strong desire to be a member of a group, 
a high willingness to work for the organization, a certain belief, and acceptance of the values and goals of 
the organization. Commitment can also affect the job satisfaction of an employee. In addition to 
commitment, other factors can affect employee job satisfaction, including discipline and work 
environment (Hutagalung & Ritonga, 2018;  et al., 2018). 

Discipline is an important factor in regulating the behavior and ways of working of members of 
the organization (Jaka et al., 2013). These rules are in the form of a set of values and norms that have been 
agreed upon by members of the organization to regulate how members of the organization behave in 
carrying out organizational activities. So, every company or organization needs a competitive advantage to 
achieve its goals. The work environment is everything that is around employees that can affect the 
implementation of work. The work environment is the entire work facilities and infrastructure that exist 
around employees who are doing work that can affect the implementation of the work including the 
workplace, facilities, cleanliness, lighting, tranquility, including the working relationship between the 
people in the place (Hafid & Hasanah, 2016). The increase in employee job satisfaction is caused by work 
discipline, work commitment, and work environment. Job satisfaction is a factor that will contribute to 
improving organizational performance. Job satisfaction is the result of various attitudes related to work 
and specific factors such as wages, supervision, job stability, job security, opportunities for advancement, 
fair job evaluation, social relations at work, and superior treatment (Prabowo & Romadlon, 2020; 
Sintaasih & Astitiani, 2019).  

Several studies relevant to this study were conducted by (Bentar et al., 2017) who found that 
leadership, motivation, work discipline and work environment on the performance of the employees of 
Taman Botani Sukorambi (TBS) Jember. Then another study found that the variables of job satisfaction 
and work discipline together had a positive effect on the performance of the employees of Bank Rakyat 
Indonesia Putri Hijau Medan Branch (Arda, 2017). Another study found that work motivation, work 
discipline, and leadership style were shown to simultaneously have a positive and significant effect on the 
performance of St. Hospital's employees. Carolus Summarecon Serpong (Palupi J, 2018). This study aims 
to analyze discipline, work environment, and work commitment to employee job satisfaction. 

 
2. METHODS  

This type of research is quantitative research. This research will be conducted at PT Ria Multi 
Solusindo Medan. The population in this study amounted to 66 employees. The number of samples in this 
study was 66 employees. In this study, data collection related to the problems studied by researchers was 
carried out through questionnaires distributed to employees at the company, interviews were conducted 
to employees, and documentation studies in the form of company data, books, and journals related to the 
variables studied. Sources of research data consist of primary data in this study are interviews and 
questionnaires and secondary data is data obtained from notes, books, and magazines in the form of 
financial reports for company publications, government reports, articles, books as theory, magazines, and 
so on. The data analysis used is the classical assumption test and hypothesis testing. 
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3. RESULTS AND DISCUSSIONS 

 Hypothesis testing used in this research is by using multiple linear regression analysis. The 
results of Multiple Linear Regression Analysis can be seen in Table 1. 
 
Table 1. Results of Multiple Linear Regression Analysis 

 
Model Unstandardized Coefficients Standardized Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) .072 2.306  .031 .975 

Discipline .099 .049 .172 2.009 .049 

Work Environment .431 .075 .556 5.716 .000 

Work Commitment .162 .066 .232 2.465 .016 

 
The results of hypothesis testing indicate that a constant of 0,072 states that if there is no or 

constant then the variables of work discipline, work environment, and commitment then job satisfaction is 
0,072 units. The regression coefficient for the work discipline variable is 0,099 and is positive, this means 
that if each increase in the work discipline variable by 1 unit, it will increase the job satisfaction variable 
by 0,099 units assuming the other variables are fixed. The regression coefficient of the work environment 
variable is 0,431 and is positive, this means that if every 1 unit increase in the work environment variable 
will increase the job satisfaction variable by 0,431 units assuming the other variables are fixed. The 
regression coefficient for the commitment variable is 0,162 and is positive, this means that if each increase 
in the commitment variable by 1 unit, it will increase the job satisfaction variable by 0,162 units with the 
assumption that the other variables remain constant. 

 

Hypothesis Determination Coefficient 

The results of the coefficient determination test can be seen in Table 2. 

 

Table 2. Coefficient of Determination Test 

Model 

R R Square Adjusted R Square 

Std. Error of the 

Estimate 

dimension0 1 .763a .581 .561 4.14941 

The results of the determination coefficient test can be seen from the Adjusted R Square value of 

0.561 this means 56.1% of the variation in job satisfaction variables which can be explained by variations 

in work discipline, work environment, and commitment variables while the remaining 43.9% (100% - 

56,1%) is explained by other variables not examined in this study, such as workload, leadership, work 

motivation and so on. 

 

Simultaneous Hypothesis Testing (F Test) 

The F statistic test shows whether all the independent variables included in the model have a 

simultaneous effect on the dependent variable. The result of the F test can be seen on Table 3. 

 

Table 3. Result of F test 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 1482.948 3 494.316 28.710 .000a 

Residual 1067.492 62 17.218   

Total 2550.439 65    

The test results obtained the calculated F value (28.710) > F table (2.75) and a significant 

probability of 0.000 <0.05, meaning that Ha is accepted and Ho is rejected, namely simultaneously 

Discipline, Work Environment and Work Commitment have a positive and significant effect on Job 

Satisfaction Employees of PT Ria Multi Solusindo Medan. 
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Partial Hypothesis Testing (t Test) 

The t test is used to determine whether there is a significant (significant) relationship or influence 

between the independent variables partially on the dependent variable. The results of the t test can be 

seen in Table 4. 

Table 4. The result of the t-test 

 
The results of the calculation of partial hypothesis testing obtained tcount > ttable or 2,009 > 

1.999 and significant obtained 0.049 < 0.05, meaning that Ha is accepted and Ho is rejected, namely 

partially Discipline has a positive and significant effect on Employee Job Satisfaction at PT Ria Multi 

Solusindo Medan. The results of the calculation of partial hypothesis testing obtained tcount > ttable or 

5.716 > 1.999 and significant obtained 0.000 <0.05, meaning that Ha is accepted and Ho is rejected, 

namely partially the Work Environment has a positive and significant effect on Employee Job Satisfaction 

at PT Ria Multi Solusindo Medan. The results of the calculation of partial hypothesis testing obtained 

tcount > ttable or 2,465 > 1.999 and significant obtained 0.016 < 0.05, meaning that Ha is accepted and Ho 

is rejected, namely partially Work Commitment has a positive and significant effect on Employee Job 

Satisfaction at PT Ria Multi Solusindo Medan.  

 

Discussion 
Discipline is the willingness of employees to comply with all applicable regulations in the 

workplace, both written and unwritten regulations. This discipline is required by all employees of the 
company. Work discipline is an important thing to examine. because employees who have high discipline 
will have an impact on the performance of these employees. Because with the enforcement of discipline, 
especially for employees, it will be easy to achieve the organizational goals that have been set. Good 
employee discipline will also help achieve organizational goals, while low discipline will slow down the 
achievement of organizational goals. For this reason, work discipline in the company needs to be enforced, 
because with discipline there will be written rules that must be carried out and obeyed by all employees, 
both superiors and subordinates. The purpose of work discipline is to foster work discipline, for the sake 
of the continuity of the company in accordance with the company's motives, namely so that workers 
comply with all labor regulations and policies as well as applicable company regulations and policies, both 
written and unwritten, and carry out management orders; in order to be able to use and maintain the 
facilities and infrastructure, goods and services of the company as well as possible; so that they can act 
and behave in accordance with the norms that apply to the company, and so that the workforce is able to 
produce high productivity in accordance with company expectations, both in the short and long term. The 
functions of discipline include managing shared life, building personality, training personality, coercion, 
punishment, and creating a conducive environment. The results of this study are supported by previous 
research on work discipline affecting employee job satisfaction which found that work discipline had an 
influence on employee job satisfaction (Buntarti & Udjang, 2015; Dewi & Khotimah, 2020; Harjanti & 
Mahmudah, 2018; Manik, 2017). 

Partially the work environment has a positive and significant effect on employee job satisfaction. 
The work environment is everything that is around employees that can affect the implementation of work. 
The work environment is the overall work facilities and infrastructure that exist around employees who 
are doing work that can affect the implementation of the work including the work environment, facilities, 
cleanliness, lighting, tranquility, including the working relationship between the people in the place. The 
implementation of the discipline factor within the company will assist employees in directing and guiding 
them so that employee behavior in carrying out activities can be controlled, whether it has been carried 
out in accordance with the agreed rules which are expected to make employees responsible and timely in 
completing the expected work. this will have an impact on improving employee performance within the 
company. Furthermore, the company must also analyze the discipline factors of employees, and if there 
are negative things that occur in the implementation of discipline, it is necessary to make improvements 

Model Unstandardized Coefficients Standardized Coefficients 
t Sig. B Std. Error Beta 

1 (Constant) .072 2.306  .031 .975 
Discipline .099 .049 .172 2.009 .049 
Work Environment .431 .075 .556 5.716 .000 
Work Commitment .162 .066 .232 2.465 .016 
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and improvements to these employees. For this reason, this assessment is positive reciprocity between 
the company and employees which is expected to provide motivation in a better direction in carrying out 
discipline within the organization. The results of this study are supported by research conducted by 
(Viotti et al., 2020) found that there is a relationship between psychosocial characteristics of the work 
environment and job satisfaction. Then another research conducted found that there is organizational 
attachment and all its dimensions including the work environment are positively related to job 
satisfaction (Ampofo, 2020). 

Work commitment has a positive and significant effect on employee job satisfaction at PT Ria 
Multi Solusindo Medan. If employees have a good commitment in the company, it will encourage the 
achievement of organizational goals, because they are supported by employees who are loyal or loyal in 
carrying out their work, actively participating in the involvement of every job so that employee 
performance is also expected to increase. Employees who have a high commitment can carry out the tasks 
assigned to them and carry them out and show their business with full responsibility. Employees who 
have organizational commitment are employees who are actively involved in the organization and are 
active in achieving organizational goals. There are three components of organizational commitment, 
namely affective commitment, continuance commitment, and normative commitment. Affective 
commitment is measured by three things, namely the employee's sense of belonging to the organization, 
the employee's emotional attachment to the organization, and the employee's sense of family towards the 
organization. Continuance commitment is related to the awareness of members about investment 
(everything that is considered valuable to employees such as time, effort, money that must be given up if 
leaving the organization), alternatives (possibility of joining another organization) and consideration (the 
time when members of the organization reach awareness about the impact of the investment). and 
alternatives). Normative commitment is an attachment to continue to be in the organization because they 
feel they have to be in the organization, normative commitment develops because the organization 
provides something very valuable and cannot be reciprocated by members of the organization. The results 
of this study are supported by research conducted by (Wolomasi et al., 2019) found that teacher job 
satisfaction was positively and significantly influenced by primary school teacher work commitment. Then 
another research conducted found that the higher the compensation and organizational commitment, the 
higher the employee morale (Darmawan & Wibawa, 2019). 

 
4. CONCLUSION 

    Discipline has a positive and significant effect on employee job satisfaction at PT Ria Multi 
Solusindo Medan, partially the work environment has a positive and significant effect on employee job 
satisfaction at PT Ria Multi Solusindo Medan, partially work commitment has a positive and significant 
effect on employee job satisfaction at PT Ria Multi Solusindo Medan Simultaneously Discipline, Work 
Environment and Work Commitment have a positive and significant effect on Job Satisfaction of 
Employees of PT Ria Multi Solusindo Medan. The implications of this study are to reinforce company rules, 
improve a comfortable and conducive work environment and increase employee salaries and promotions. 
For further researchers, to add other variables outside of the variables studied by researchers such as 
workload, leadership, work motivation, and so on. 
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