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 Abstract  

This study examines the interference of competency, discipline and 

workload on the performance in a regulated professional services 

organization namely the Public Appraisal Services Office (KJPP) Satria 

Setiawan dan Rekan located in Indonesia. With the current performance 

expectations in service settings being more complex than ever before, it 

is important to spell out the dynamics behind the forces of productivity. 

Based on that, quantitative method, structural equation modelling using 

Smart PLS 4.0 and the study sample containing 75 certified appraisers 

registered in the Indonesian Ministry of Finance were employed. 

Findings show how competency, discipline and workload are having 

significant effects towards job satisfaction and significantly to the extent 

that the employee performance is affected positively. More importantly, 

competency plays a full mediatorship role through job satisfaction, 

which is not manifested in the case of discipline and workload. These 

data indicate that technical skills and structure of tasks are not enough 

to determine the outcome of a performance, rather there is another 

central psychological process job satisfaction that mediates or 

diminishes the effect of the foregoing processes. Therefore, on the 

managerial level, the strategy of human capital will have to go beyond 

the functional training and adherence protocols to invoking embodied 

experience and emotional commitment in the employees. Job 

satisfaction should be viewed as an organizational strategic priority by 

the organizations trying to ensuring sustainable performance through 

use of job satisfaction in competency development, work load design and 

cultural reinforcement. 

Introduction 

In a highly charged and dynamic business environment of today where competition is fierce 

and dynamic, human capital is one of the main determinants of organizational performance. 

Success of any enterprise, particularly the one of professional services sector, depends on 

quality and productivity of its employees. And thus, companies have to critically review and 

improve employee work in a multidimensional system that combines the reinforcement of 

competence, development of discipline, workload management, and job satisfaction 

maintenance (Fan et al., 2022; Kusumah et al., 2025; Genaidy et al., 2007; Ijadi Maghsoodi et 

al., 2018). The dimensions are dependent on each other and they also determine the level to 

which employees add value to organizational objectives.   

Competence is the most basic factor that develops individual performance. According to 

Vitello et al. (2021), competence means the knowledge, skills, and inherent qualities that make 

people perform well and carry out their duties successfully. Competence is more than minimum 

 

 
JOURNAL LA BISECOMAN 

 
VOL. 06, ISSUE 03 (637-649), 2025 

DOI: 10.37899/journallabisecoman.v6i3.2433  

  

mailto:yusri.sisco@gmail.com
https://doi.org/10.37899/journallabisecoman.v1i3.114


   

638 

ISSN 2721-0987 (Print), ISSN 2721-124X (Online) 
Copyright © 2025, Journal La Bisecoman, Under the license CC BY-SA 4.0 

knowledge in an area of professional relationships like property valuation but it involves 

continuous learning and professional certification. The appraisal of the Satria Setiawan and 

Partners public appraisal office (KJPP) in Indonesia requires basic training and registration in 

the Ministry of Finance in accordance with national standards of values. In addition, appraisers 

are supposed to enhance their qualification through engaging in specialized training- machinery 

valuation, hotel valuation, and maritime asset assessment to meet the various client demands 

(Rathore, 2025; Jackson, 2025; Ogedengbe et al., 2024). The inability to conduct unceasing 

professional advancements may destabilize the ability to carry out tasks of intricate nature and 

eventually jeopardize work performance. 

Work discipline is a fundamental determinant of the performance of the employees. According 

to Sebele et al. (2023), it describes the willingness and ability of an employee to adhere to the 

existing rules and fulfil obligations without evasion and examines how far employees can 

conform to the organizational norms, schedules, and codes of conduct. The work discipline in 

an institution like KJPP is imposed by the standardized quality control system that ensures the 

compliance with the regulatory standards and organizational practice (Bangsawan & 

Kurniawan, 2023; Rizka et al., 2024). However, the issues of absenteeism, lateness, and 

unplanned breaks continue to occur in most organizations that are service-based, which has 

highlighted the need to develop more sophisticated mechanisms of supervision. 

Another remarkable variable that involves employee well-being and performance is workload. 

Zhao et al. (2023) state that workload involves both physical and mental demands, and patterns 

that are determined by their complexity, deadlines, and volume. Workload is a subjective 

experience of an employee that reveals the degree of effort and time demands to accomplish 

the work assignments (Nguyen & Tuan, 2022; Pratiwi et al., 2022; Janib et al., 2022). 

Appraisers can find themselves under a lot of pressure to meet demanding deadlines, a practice 

at KJPP, especially when providing a property valuation report within two business days, may 

require significant cognitive and physical resources. In case the workload is not managed, it 

may lead to stress, exhaustion, low job satisfaction, and performance. 

Job satisfaction is a crucial mediator of antecedents at individual levels with organizational 

outcomes, hence determining the overall performance of employees (Ahmad & Raja, 2021; 

Pepple & Ambilichu, 2024; Hasan et al., 2021; Bharadwaj et al., 2022). As the way of 

emotional reaction to the situation when a person positively appraises job experiences, it is an 

intrinsic motivational, loyalty, and efficiency driver. Job dissatisfaction, on the other hand, 

which is often triggered by either too much work, underpayment, or unfavorable working 

environment, lead to a feeling of emotional detachment and an increased turnover rate. The 

issue of employee satisfaction is highly important in professional service firms like KJPP Satria 

Setiawan and Partners since it has huge implication on service quality, client confidence, and 

institutional reputation. 

The interrelationship between competency, discipline, workload, and job satisfaction has 

certain pertinence in the organizational setting where services are conducted and extremely 

regulated by regulatory and quality control departments (Nemati-Vakilabad et al., 2025; Rafi’I 

et al., 2025). KJPP Satria Setiawan and Partners is the good example of this setting; or 

performance result is not answered solely by the internal management, but also by creditors, 

courts, and even government departments. The public appraisal procedures are regulated by 

the regulatory instruments, including Government Regulation No. 39/2023 and the Ministry of 

Finance Regulation No. 40/PMK.07/2006, which apply high standards of professionalism and 

accountability among the appraisers. Such non-conformance or sub-par performance may 
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result in both legal and economic consequences to the institution and the involved staff 

members (Roehrich et al., 2025). 

The mounting complexities and accountability of the service of appraisals have made 

organizations to develop more over the systems of human resource management and especially 

in building their capabilities and employee satisfaction (Selden & Sowa, 2011; Rao, 2004; 

Lengnick-Hall & Lengnick-Hall, 2002). Data collected empirically find that increased 

competence levels and discipline supports more job satisfaction, which is the basis of strong 

performance. On the same note, burnout can be reduced by effectively managing workload 

through fair distribution of tasks and effective time management initiatives (Maslach & Leiter, 

2022; Leiter & Maslach, 2011; Kalra et al., 2021). 

Therefore, a study of the interaction between competence, discipline, workload, and job 

satisfaction becomes not only an academic undertaking but also a strategic way of securing the 

performance of the employees by firms that are active in a controlled service industry. The 

example of KJPP Satria Setiawan and Partners proves this rule in detail, since summarizing all 

such aspects, one can realize the improvement of service delivery, build stronger ties with 

clients and maintain adherence to national standards. Those approaches find their counterparts 

in wider tendencies in human capital development, where companies invest more in the well-

being and the performance of the employees and in that way precondition better 

competitiveness in the long-run (Swanson, 2022). 

Methods 

Research Design 

Since the current study uses a quantitative explanatory study design, it seeks to explain the 

relationship that exists between three factors of employee-related determinants, competency, 

discipline, and workload, and employee performance. Job satisfaction is assumed to be a 

mediated mechanism; through which these antecedents make their impact. The explanatory 

framework allows one to formulate the causal relationships between the independent and the 

dependent variables as well as the mediating variable. Using statistical tests, the importance of 

both direct and indirect effect of the independent variables on outcomes of performance effects 

are considered. This stringent design is especially best fit to put to test some postulated theories 

using empirical evidence gathered on the respondents within a typical organizational context. 

Population and Sampling Technique 

The sample of the researched includes employees of the Public Appraisal Services Office, 

KJPP Satria Setiawan and Partners, qualified as certified appraisers and registered in the 

official title at the Ministry of Finance of the Republic of Indonesia. The high level of 

population consistency (well characterized and relatively small) resulted in an inclusion of the 

complete number of positions (75) by means of a saturated sampling or census type of inclusion 

design. The process ensures that the coverage will be extensive and it will also reduce sampling 

bias, and consequently, increase the accuracy and validity of the study findings in the study. 

Data Collection Methods 

In this study, collection of both primary and secondary data was done simultaneously via 

combined approach that included: literature review, semi-structured interviews and a structured 

questionnaire survey. The literature review was used to capture the secondary data on the 

organizational structure, internal policies, employee records as well as job description. Results 

obtained through semi-structured interviews of managerial staff provided an insight of 
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situational assessment, the division of workload, competency demands and enactment of 

discipline within the organization.   

It consisted of a structured questionnaire (given to all the 75 respondents) as the main data 

collection mechanism. Validated scales used in the construction of the instrument were 

employed and a five-point Likert agreement scale (1 point strongly disagree to 5 points strongly 

agree) was used in its administration. The open-ended questions were about the competency, 

discipline, work load, job satisfaction and employee performance. The implementation of a 

Likert scale is an efficient way to measure perceptions, attitudes and experiences partially, and 

conduct a multivariate statistical analysis. 

Operational Definitions and Measurement of Variables 

In the research study, all the constructs were operationalized according to a given theoretical 

framework. Competency was based in three dimensions including knowledge, technical skills, 

and continuing professional development. Communication used in measuring discipline was 

punctuality, rule following, and commitment in work. The workload was evaluated on the basis 

of the volume of work to be performed, its complexity as well as time pressure. Job satisfaction 

enveloped such factors as remuneration, working conditions, moods etc. Lastly, performance 

was measured in terms of how well employees completed tasks, their quality of performance 

as well as the accomplishment of goals. Each of the constructs contained four- to eight 

indicators, which were borrowed in the current study and were tuned to the organizational 

setting. 

Instrument Validity and Reliability Testing 

A set of psychometric tests was conducted over the survey instrument before the principal 

examination in order to validate the construct validity and reliability of the instrument used. 

Concurrent validity was determined through loading factor analysis where each indicator had 

a count greater than the cut off value of 0.70 as suggested by Hair et al. (2021). The composite 

reliability (CR) and the Average Variance Extracted (AVE) indices were then calculated and 

acceptable levels in the two indices were set at 0.70 and 0.50 respectively. That was followed 

by assessing discriminant validity using the Fornell-Larcker criterion and the Heterotrait-

Monotrait (HTMT) ratio so that each construct measures separate conceptual dimension. 

Data Analysis Technique 

Partial Least Squares Structural Equation Modelling (PLS-SEM) was embraced in Smart PLS 

4.0 to examine the proposed associations amid constructs. PLS-SEM was useful to the current 

case given that it supports a complex causal model with a moderated to a small sample size. 

The process involved estimation of more than one path between latent and observed variables. 

The assessment of multicollinearity, (1) assessment of the potential of multicollinearity by 

means of Variance Inflation factor (VIF), which should be smaller than 5; (2) the examination 

of the direct effects through the path coefficients as well as t-statistics, and successive p-values; 

(3) the computation of the effect sizes (f 2) and predictive relevance (Q 2).  

Other than the direct effect testing, the study also involved a mediation analysis to establish 

whether the relationships between competency, discipline, workload and employee 

performance had significant mediation by job satisfaction. The significance of the mediation 

was estimated through bootstrapping with 5000 subsamples and the confidence interval of 

95%. 
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Result and Discussion 

This study attempted to evaluate how human capital internal characteristics, which were 

competency, discipline, and workload, determine the levels of employee performance in a 

regulated service system, whereby job satisfaction served as a mediating variable. The field 

study was on KJPP Satria Setiawan dan Rekan an independent professional property valuation 

company under in Indonesian Ministry of Finance. Since the context of the study is that the 

performance outcomes in these environments result not only due to technical skills, but also 

due to the psychological and organization aspects, a quantitative paradigm with the Structural 

Equation Modeling (SEM) platforms using Smart PLS 4.0 was taken. In this light, direct effect 

and mediated approach between constructs on a latent level could be evaluated concurrently. 

Analytic focus was on statistical significance, magnitude and structural salience thus giving 

due attention to the path coefficients, effect sizes and measures of reliability. The following 

discussion describes the results, which include measurement model assessment and hypothesis-

based structural interrelation of key variables testing. 

Table 1. Measurement-model diagnostics 

Construct α CR AVE Loading range Discriminant validity* 

Competency 0.88 0.91 0.72 0.79 – 0.88 Pass (HTMT = 0.62) 

Discipline 0.86 0.90 0.69 0.77 – 0.89 Pass (HTMT = 0.59) 

Workload 0.91 0.93 0.78 0.82 – 0.91 Pass (HTMT = 0.41) 

Job Satisfaction 0.90 0.93 0.77 0.80 – 0.92 Pass (HTMT = 0.66) 

Employee Performance 0.89 0.92 0.70 0.75 – 0.88 Pass (HTMT = 0.58) 

The analyses provided proves that the instrument performs satisfactorily as far as reliability 

and validity are concerned. The constructs were also characterized by high internal consistency 

as indicated by Cronbach alpha and Composite Reliability (CR) values above 0.70 which 

showed that the sub constructs reliably measured the latent variables each construct measured. 

The convergent validity was further verified, as the average variance extracted exceeded the 

value of 0.50 in each of the constructs, which shows that all indicators measured the theoretical 

concepts they are supposed to. The discriminant validity was confirmed in the Heterotrait-

Monotrait (HTMT) ratio with all values being less than the conservative cut off of 0.85. This 

result brings the implication that the constructs were statistically different and they did not have 

problematic overlapping. Overall, all these findings confirm the validity of the measurement 

model and give a proper foundation to proceed to structural model analysis. 

Table 2. Structural-model direct effects 

Path β SE t p f² VIF 

COMP ➔ JS 0.45 0.08 5.63 < 0.001 0.26 1.41 

DISC ➔ JS 0.21 0.09 2.33 0.020 0.06 1.37 

WL ➔ JS –0.39 0.07 5.57 < 0.001 0.19 1.26 

JS ➔ PERF 0.52 0.10 5.20 < 0.001 0.35 1.27 

COMP ➔ PERF 0.08 0.07 1.14 0.255 0.01 1.68 

DISC ➔ PERF 0.28 0.10 2.83 0.005 0.09 1.72 

WL ➔ PERF 0.22 0.09 2.34 0.019 0.06 1.58 

In the relationships under analysis, after analyzing them through the perspective of structural 

model, a couple of dynamic features stood out. To begin with, there was no possibility of 

multicollinearity, since all the inner model Variance Inflation Factor (VIF) remained far below 
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the 5 limits, which proved that the independent variables did not present any cooperation issues 

and could be seen as being distinctly identified in the model. As far as the result of direct effects 

is concerned, both competency and discipline have a statistically significant, positive impact 

on job satisfaction, with workload forming a significant, negative relation with job satisfaction. 

Therefore, the higher the competency and the level of discipline levels, the higher the 

satisfaction with employees; on the other hand, the more the workload among the employees, 

the lower employee satisfaction proves to be. Moreover, in the case of job satisfaction and the 

employee performance, a highly significant positive correlation existed and was determined at 

0.52 standardized coefficient, which once again makes it a core mediator of the employee 

performance. It is noteworthy that competency did not strongly or directly affect the 

performance thereby indicating that its role is subject to full mediation through job satisfaction. 

Discipline and workload were on the other hand found to have a persistent, but reduced, direct 

impact on performance suggesting partial mediation in their effects. These connections were 

made clearer with the effect-size analysis (f 2) because, despite the small to moderate effect 

sizes (ranging between 0.06 and 0.26) of the paths between competency, discipline and 

workload, job satisfaction, and performance, there was a large effect outcome at the paths 

between job satisfaction and performance (f 2 = 0.35). The trend highlights the subject 

mediating nature of job satisfaction as an important mechanism used to convert human-capital 

input to performance in employee outcomes measurably. 

Table 3. Specific indirect (mediation) effects 

Indirect path β_indirect 95 % CI (boot) Decision 

COMP ➔ JS ➔ PERF 0.23 0.12 – 0.36 Significant 

DISC ➔ JS ➔ PERF 0.11 0.02 – 0.22 Significant 

WL ➔ JS ➔ PERF –0.20 –0.33 – –0.10 Significant 

Additional evidence on performance model using mediation procedures leads to further 

understanding of psychological processes. With the use of bootstrapping applied to 5,000 

resamples, all of the indirect effects of competency, discipline, and workload on the employee 

performance, mediated through the job satisfaction were statistically significant based on a 

confidence interval not including zero. Job satisfaction is thus a meaningful mediating variable 

in all the three relationships. The effect of competency on performance is fully mediated: the 

direct effect proved to be insignificant; an indirect one was both high and significant. This 

finding implies that technical knowledge and skill or the high amounts of them, however, do 

not translate into high performance so long as there is no feeling of satisfaction at the 

workplace. Performance and discipline relations and workload and performance have partial 

mediation. Under such circumstances, job satisfaction makes up a large portion of its 

contribution to performance but there are also direct impacts exerted by the variables that do 

not depend on satisfaction. These results confirm the presence of a notion that even though 

satisfaction acts as a potent channel through which one translates human resource contributions 

into performance outputs, there are elements of organizational remedies, which determine 

performance, regardless of and within the realm of employee morale and emotional wellbeing, 

e.g., preserving order or sustaining pressure of work. 
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Figure 1. Standardized Path Coefficients from Structural Equation Modeling (SEM) Analysis 

The empirical model below reveals that job satisfaction acts as a mediating intervention that 

helps channel the managerial inputs on the performance of employees. The high direct effect 

of 0.52 creates job satisfaction not as the secondary consequence of sound management but as 

an act in itself towards driving performance outcomes. As a result, improvements in 

performance either through improvement in competence, enhancing discipline or decreasing 

the workload, all rely on the improvement of how the employee feels about his/her job. 

Competence has a very strong positive effect with satisfaction (0.45), thereby implying that a 

person who feels like he/she is competent, informed, and capable is more bound to feel content. 

However, its direct influence on the performance has a rather low value (0.08) showing that 

competence in and of itself is not a sure way of ensuring better outputs without the satisfaction 

complement. Conversely, discipline has a limited, yet favorable impact on satisfaction (0.21), 

which is a further indication that employees tend to like to know what to expect of them, have 

a well-organized schedule, and get constant consistency. In contrast, the only negative 

connection with satisfaction is workload (2, 1), pointing out to the fact that high pressure and 

demands wear down the morale and the psychological state that can contribute to the 

maintenance of high levels of work. The high direct effects of these two variables (discipline 

and workload) on the performance are quite moderate (0.28 and 0.22 respectively), suggesting 

that these variables have significant direct results on performance even when satisfaction has 

been impaired but with reduced effectiveness. When such results are summarized, we come to 

a conclusion that job satisfaction is not only an admirable HR indicator but a necessary channel 

between managerial activities and organizational outcomes. 

Figure 2 shows an intermediate model signifying that competency, discipline, and workload 

collectively affect the performance of the employees using an intermediate construct of job 

satisfaction. The highest indirect impact can be seen in the relation between competency and 

performance where the effects of competency on job satisfaction are favorable (i.e. 0.45) and 

in turn, the effect of job satisfaction on performance is favorable (i.e. 0.52) to result in an 

indirect impact of 0.23. The findings reveal that there is significant influence of employee 

competence on performance; however, this influence is greatest of all when competency is in 

the form of job satisfaction. Indirect impact of discipline on performance is slightly smaller 

(beta 0.11) which means that an environment of rules and regulations would create a state of 

satisfaction and consequently bring indirect improvements in performances. This result 
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corroborates the theory of more modern literature which presupposes that disciplined work 

cultures, in addition to enforcing standards, create mental safety and resolution that bring about 

satisfaction. In contrast, indirect effect of the performance is also negative (20) so that work 

demands have a negative impact on job satisfaction and cause a decrease in total performance 

outcomes. This fact shows how important it is that workload is well balanced and managed so 

that there are enough organizational resources to curb any stresses due to work issues which 

will maintain fervour and interest by the employees. On the whole, the given model will 

emphasize the mediator effects of job satisfaction and will once again remind about the need 

of organizations to nurture ability, awareness, and realistic expectations in order to to reach the 

peak of performance on the part of employees. 

 

Figure 2. Standardized Indirect Effects of Competency, Discipline, and Workload on Performance 

Mediated by Job Satisfaction 

Discussion 

The study focuses on one of the oldest strands of organizational research how attributes of 

human capital can be translated into observable and measurable performance outcomes of the 

organization. Even though the theoretical role of competency, discipline and workload to the 

prediction of performance have been well recognized, their empirical existence especially 

through the mediation of job satisfaction have remained under theorized in the realm of a public 

professional service, like in the case of property appraisal. Therefore, the study further validates 

and generalizes previous studies of performance modelling by anchoring these human capital 

variables into the real service organization that is regulated by government agencies. Compared 

to most of the existing literature, which still analyses the factors in isolation, the integrated 

results of the structural modelling approach uncovered in this research displays the managerial 

discretion existing in the state of the mind, precisely job satisfaction, as the most significant 

footpath through which hard capacities can be fulfilled. Putting competency as an indirect but 

strong antecedent to performance makes previous assumptions that optimizing performance is 

through technical mastery only more convoluted (Ishaq et al., 2024). Although technical 

knowledge continues to be fundamental resource in professional organizations, the results 

evince that its productive value can only be actualized when it transforms into positive affective 

consequences, which is job satisfaction in such case. The finding corresponds to the current 

reviews of skill-based paradigms unable to explain the motivational and connected components 

of work engagement. Collectively, such remarks invoke the need to invest in both sides of the 

coin, i.e. both competence building and emotional fulfilment, and this is echoed in the study 
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by Sousa et al. (2021) on an age-diverse workforce and confirmed aright in high performance 

cultures where affective states mediate discretionary effort. 

Discipline is another strategic but overlooked variable described in the current discussion. 

Although discipline is often minimized to modality of behavioral control or override of 

compliance, the idea taken here acts as a subliminal cultural pointer. In companies under 

management systems like KJPP, discipline does not work as an exercise of observing the rules 

but an internalized system of expectations that links individual behavior with the reputation of 

the institution. The finding in this proposal supports the work by Akpa et al. (2021) whose 

study established the position of performance enhancing quality of strong organizational 

cultures. show how ethical discipline will not only impact the compliance patterns but also 

long-term satisfaction and trust, which are required antecedents to a long-term performance. 

As such, discipline ceases to be seen as a restraint but as a facilitator, which is not well reported 

in the traditional writings on human-resources. 

These adverse effects of workload on job satisfaction were not even surprising, but to raise the 

point I want to mention it here, especially when discussing the motivational aspect of 

encouraging managers to boost productivity by assigning them more tasks. Findings show that 

the workload is directly related to burnout, disaffection and withdrawal tendencies (Hämmig, 

2025). The current research explains these connections via mediator relationships: in case the 

workload is high, it can lead to developing the feelings of urgency and goal-direction, but it 

takes over when replacing the feeling of psychological recovery and undermining the sense of 

accomplishment. This dynamic concurs with the Job Demands-Resources (JD-R) theory, 

according to which uncontrolled job requirements degrade the motivational condition that is 

required in high performance. Notably, workload maintains the direct positive, though reduced, 

influence on performance and hence provides its dual nature, which is two-edged as noted by 

Zhang & Li (2024). 

However, the most important thing is that the central role of job satisfaction in mediating the 

process of transformation of individual attributes into organizational outcomes is repeated. It 

is discussed that job satisfaction is an attitudinal anchor/driver that is associated with 

motivation, retention and extra-role behavior as argued. Our paper confirms these claims 

empirically in the professional service sector which is where the affective parent is not always 

given sufficient importance. This follows the study by Almuayad & Chen (2024) which 

asserted that within the knowledge-driven industries satisfaction is a better predictive factor of 

work performance compared to simple compliance or process following. In addition, satisfied 

employees have greater organizational citizenship behavior (OCB) and this is usually very 

important in firms that are more service based, where work is normally not presented in all 

details. 

The results also present a lesson to HR policy-makers and line managers. Particularly, a direct 

relationship between competency and performance is weak which undermines logic of a lot of 

training and development investments. Although development of competency is needed, the 

ROI can never be maximized without simultaneously being combined with those mechanisms 

that augment intrinsic motivation and psychological well. This opposes the idea of isolated 

skill-building programs and refers to the integrated systems of human capital, linking learning 

and satisfaction with goal clarity, which are encouraged. 

It has implication in regard to strategy in organizations. This paper confirms the strategic 

requirement in service-oriented businesses where compliance with regulations and the 

professional trust rely on both vertical alignment of personal aspirations with organizational 

requirements on one hand and horizontal alignment of human capital cultivation with 
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organizational culture on the other hand. This duality has been discussed in the strategic HRM 

literature long ago (Jiang et al., 2021), but little exploration has been done to demonstrate its 

practical dynamics within regulated professional contexts. This study contributes to shifting 

employee experience into a strategic variable in that it demonstrates that satisfaction is not one 

of the outcomes of a good HR practice because it is actually a performance driver itself. 

This study would help in filling the gap between the capability-based perspectives on 

performance and the affective engagement perspectives. Although the two traditions are rich 

in explanatory power, in many cases they exist in disciplinary enclaves, HRD or organizational 

behavior, capability or commitment models. The proposed model is an integrative model that 

can provide a unifying model as argued many scholars including Gerhart & Feng (2021) to 

theorize about human capital at multiple levels. It demonstrates that sustainable performance 

will not take place only because of what people know, but also because of how people feel 

about what they do. The insight must be used in future research design as well as policy 

formulation in high-performance work systems. 

Conclusion 

This paper affirms this because in addition to technical competency, discipline and the amount 

of work that an employee has to perform, performance is drastically also based on the amount 

of job satisfaction that the employees enjoy. Performance is improved when competency is 

something that brings worthwhile and pleasant work. Discipline plays the optimal role of a 

culture alignment tool and uncontrolled workload may damage performance through 

unsatisfaction. The point is obvious: job satisfaction is a strategic handle and not a HR measure. 

Companies that spend on skills and systems without considering to evaluate the attitude of 

employees toward the job are prone to underperformance. The pressure does not generate 

performance, but alignment, between capability, assistance and emotional commitment. To 

management practice, this implies a reconsideration of performance strategies in a human-

oriented way. People are motivated to do sustainable work and not controlled to do tasks. By 

doing so, organizations will go a notch further into attaining both measurable and meaningful 

performance. 
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