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Abstract 

 
This study aims to analyze the partial effects of digital leadership and organizational 
commitment on employee performance, with job satisfaction acting as an intervening 
variable at the Regional Secretariat of Sijunjung Regency. The research employs a 
quantitative approach with an explanatory research design. The population consists of 76 
respondents, and a saturated sampling technique was applied. Data were collected 
through a questionnaire using a Likert scale to measure the indicators of each statement 
item. The analytical technique used is Partial Least Square–Structural Equation Modeling 
(PLS-SEM). The results show that digital leadership significantly affects employee 
performance and job satisfaction; job satisfaction significantly affects employee 
performance; organizational commitment does not significantly affect either employee 
performance or job satisfaction; job satisfaction is able to mediate the effect of digital 
leadership on employee performance; and job satisfaction is not able to mediate the 
effect of organizational commitment on employee performance at the Regional 
Secretariat of Sijunjung Regency. From the perspective of this study, strengthening 
digital leadership should be regarded as a strategic priority, as it has been shown to 
enhance both job satisfaction and employee performance, directly as well as indirectly. 
Job satisfaction needs to be managed systematically as a key factor that reinforces the 
effectiveness of digital leadership in driving organizational performance. Conversely, 
organizational commitment requires a new, more adaptive approach, since it was not 
found to have a significant effect, nor to act as a mediating mechanism, in improving 
employee performance within the Regional Secretariat of Sijunjung Regency. 

 
Keywords: Digital Leadership, Organizational Commitment, Job Satisfaction, 
Performance. 
 

——————————◆—————————— 
 

A. INTRODUCTION 

The process of organizational change through the use of digital technology in 

the public sector particularly through the implementation of e-government has 

become a strategic agenda in bureaucratic reform across many countries, including 

Indonesia (Isnawan et al., 2022). The implementation of e-government is directed at 

improving the quality of public services by optimizing the effectiveness and 

efficiency of processes, while simultaneously strengthening the principles of 

transparency and accountability in public administration. The main challenge faced 

by government institutions is the still-limited capacity and competence of employees 
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in adapting to technology-based change, so that service digitalization has not yet 

operated fully optimally. 

Employee performance is one of the key measures of the extent to which a 

public organization is able to achieve its predetermined strategic objectives. 

Conceptually, performance reflects the degree of effectiveness and efficiency in 

achieving organizational goals (Suwindia & Wati, 2021). Performance appraisal 

serves as a crucial instrument for ensuring organizational productivity and 

improving the quality of public services (Djoko, 2016). In the context of digital 

transformation, improving employee performance cannot be separated from the role 

of leadership that is responsive to change, as well as from strong organizational 

commitment. 

Digital leadership has emerged as a paradigm suited to the era of digital 

transformation, referring to a leader's ability to combine technological competence 

with managerial and interpersonal skills to drive innovation and build a digital 

work culture (Tulungen et al., 2022). Grounded in transformational leadership 

theory, this style of leadership inspires and motivates followers through a clear 

vision, innovation, and a focus on individual development. In the digital era, 

transformational leadership underpinned by technological literacy is considered 

capable of enhancing participation, transparency, and speed in decision-making, 

ultimately contributing to improved employee performance (Nawawi, 2021). In 

addition to leadership, organizational commitment is an important factor shaping 

employees' work behavior. Meyer and Allen's three-component model explains that 

commitment consists of affective, continuance, and normative dimensions, with 

employees exhibiting high commitment tending to show stronger loyalty, 

responsibility, and dedication to the organization (Mangkunegara, 2017). Relational 

exchange theory further emphasizes that two-way interaction between employees 

and the organization shapes the level of employee engagement and their 

contribution to achieving organizational goals (Ria, 2017). 

Based on interviews with three structural officials at the Regional Secretariat 

of Sijunjung Regency, it was identified that employee performance in 2024 had not 

reached the targets that had been set, and that the quality of public services was 

considered not yet optimal. All three informants consistently highlighted the still-

suboptimal implementation of digital leadership and the still-weak organizational 

commitment as factors presumed to affect low job satisfaction, which in turn has an 

impact on performance achievement. Nevertheless, although these concepts have 

been applied in practice, there remains a gap in in-depth research on the 

improvement of employee performance, given that employee performance is one of 

the benchmarks for enhancing the quality and image of an institution (Interview 

results, 13 June 2025). 

A preliminary survey further indicates a decline in employee performance at 

the Regional Secretariat of Sijunjung Regency, marked by unmet organizational 

performance targets. Digital leadership has not yet been implemented optimally to 

support technology-based work processes, while employees' organizational 
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commitment also remains relatively low, as reflected in public-service quality that 

has yet to meet excellent-service standards. These conditions suggest an 

interrelationship among digital leadership, organizational commitment, job 

satisfaction, and employee performance. Although these relationships have been 

widely studied, a research gap remains. Prior studies have generally examined the 

direct effects of digital leadership or organizational commitment on employee 

performance, while research on job satisfaction as a mediating mechanism linking 

these variables particularly within public-sector and local-government settings 

remains limited. Moreover, findings on the effects of digital leadership and 

organizational commitment on employee performance have been mixed, 

highlighting the need for a research model that can better explain the underlying 

psychological process connecting these relationships. 

Based on this phenomenon, the present study offers novelty in the form of an 

empirical model that positions job satisfaction as a mediating variable in the 

relationship between digital leadership and organizational commitment on 

employee performance at the Regional Secretariat of Sijunjung Regency. This model 

is expected to provide a more comprehensive understanding of how digital 

leadership and organizational commitment can improve employee performance 

through enhanced job satisfaction, while also enriching the study of human resource 

management in the local-government sector. 

Further quantitative research is therefore needed to empirically test the role of 

job satisfaction as an intervening variable, in order to clarify the relationships among 

variables and contribute theoretically to improving employee performance in the 

local-government sector particularly through strengthening digital leadership and 

organizational commitment. Based on this background, the present study aims to 

analyze the effects of digital leadership and organizational commitment on 

employee performance, with job satisfaction as a mediating variable, at the Regional 

Secretariat of Sijunjung Regency. Specifically, this study seeks to answer: (1) does 

digital leadership affect employee performance; (2) does organizational commitment 

affect employee performance; (3) does digital leadership affect job satisfaction; (4) 

does organizational commitment affect job satisfaction; (5) does job satisfaction affect 

employee performance; (6) does job satisfaction mediate the effect of digital 

leadership on employee performance; and (7) does job satisfaction mediate the effect 

of organizational commitment on employee performance. 

 

B. LITERATURE REVIEW 

The conceptual framework in this study is used to analyze the research design 

in order to formulate the hypotheses, as illustrated in the following framework: 
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         Figure 1. Conceptual Framework 

Hypotheses are developed based on the underlying theories that have been 

discussed, which then lead to the formulation of research problems and are structured 

within a conceptual framework. Thus, hypotheses function as tentative answers to the 

research problems. The hypotheses in this study are formulated as follows: 

1. Direct relationships 

H1: Digital leadership affects employee performance at the Regional 

Secretariat of Sijunjung Regency. 

H2: Organizational commitment affects employee performance at the 

Regional Secretariat of Sijunjung Regency. 

H3: Digital leadership affects job satisfaction at the Regional Secretariat of 

Sijunjung Regency. 

H4: Organizational commitment affects job satisfaction at the Regional 

Secretariat of Sijunjung Regency. 

H5: Job satisfaction affects employee performance at the Regional Secretariat 

of Sijunjung Regency. 

2. Indirect relationships 

H6: Job satisfaction mediates the effect of digital leadership on employee 

performance at the Regional Secretariat of Sijunjung Regency. 

H7: Job satisfaction mediates the effect of organizational commitment on 

employee performance at the Regional Secretariat of Sijunjung Regency. 

 

C. METHOD 

This study employs a quantitative method with an explanatory research 

design aimed at testing the proposed hypotheses. It was conducted at the Regional 

Secretariat of Sijunjung Regency with a population of 76 civil servants Aparatur Sipil 

Negara. A saturated sampling technique was used, whereby the entire population 

was used as the sample. Primary data were collected using a questionnaire 

instrument developed in accordance with the indicators of each variable, measured 

on a Likert scale, and the questionnaire items had previously been tested for validity 

and reliability. The research instrument used to obtain the initial data for this study 

is presented in the following table: 
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Table 1. Research Instrument 
Variable Indicators Number of 

Items 

Digital Leadership (Yuniarti & Estu, 

2024) 

a. Communicating and coordinating 

effectively through digital means 

b. Collaborating without spatial or time 

constraints, and giving instructions or 

coordinating without spatial or time 

constraints 

c. Monitoring and managing work virtually 

d. Efficiency in providing solutions through 

digital means and keeping up to date with 

the use of technology 

8 

Organizational Commitment (Putri 

& Frianto, 2023) 

a. Affective commitment 

b. Normative commitment 

c. Continuance commitment 

6 

Job Satisfaction (Meithiana, 2017) a. Pay 

b. The work itself 

c. Career development 

d. Supervision 

e. Work group 

f. Working conditions 

12 

Employee Performance (Lie & 

Hothoan, 2019) 

a. Quality 

b. Quantity 

c. Timeliness 

d. Effectiveness 

e. Independence 

10 

This study employs Partial Least Squares Structural Equation Modeling (PLS-

SEM), analyzed using SmartPLS version 4.0. PLS-SEM was selected because the 

research model involves complex relationships, including the testing of both direct 

and indirect effects through a mediating variable job satisfaction in the relationships 

between digital leadership, organizational commitment, and employee performance. 

This method is particularly well-suited to prediction-oriented research and 

theoretical model development, as it can accommodate relatively limited sample 

sizes without requiring the data to meet strict normality assumptions. The analysis 

was conducted in two stages: evaluation of the measurement model (outer model) 

and evaluation of the structural model (inner model). The significance of the 

relationships among variables was examined using the bootstrapping technique to 

generate t-statistics and p-values. This resampling approach was chosen because it 

produces more stable and accurate parameter estimates when testing the significance 

of both direct and indirect (mediating) effects within the research model.  

 

D. RESULTS AND DISCUSSION 

1. Measurement Model Analysis (Outer Model) 

The purpose of testing the outer model is to examine the validity and 

reliability values in this study. Each indicator is considered valid if its loading factor 

value is greater than 0.5, and invalid otherwise. 
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a. Loading Factor 

Table 2. Loading Factor Values 
Item DL (X1) Item KO (X2) Item KK (Z) Item KP (Y) 

X1_1 0.895 X2_1 0.715 Z1 0.755 Y1 0.754 

X1_2 0.859 X2_2 0.801 Z2 0.798 Y2 0.779 

X1_3 0.872 X2_3 0.719 Z3 0.721 Y3 0.734 

X1_4 0.848 X2_4 0.817 Z4 0.861 Y4 0.829 

X1_5 0.790 X2_5 0.852 Z5 0.809 Y5 0.777 

X1_6 0.861 X2_6 0.850 Z6 0.836 Y6 0.744 

X1_7 0.872 – – Z7 0.765 Y7 0.765 

X1_8 0.749 – – Z8 0.838 Y8 0.791 

– – – – Z9 0.800 Y9 0.750 

– – – – Z10 0.780 Y10 0.771 

– – – – Z11 0.840 – – 

– – – – Z12 0.812 – – 

         Source: Processed by SmartPLS 2026 

Referring to Table 2, all loading factor values for each variable exceed 0.7, 

indicating that all indicators of the variables in this study meet the requirements for 

convergent validity and can therefore be considered valid for use in the research 

analysis. 

b. Composite Reliability 

Composite reliability is an indicator used to assess a construct and can be 

examined through the latent-variable-coefficient view. Reliability is determined 

using the composite reliability value; a value greater than 0.70 indicates that the 

construct is reliable. The results are as follows: 

Table 3. Composite Reliability Results 
Code Cronbach's 

Alpha 

Composite 

Reliability (rho_a) 

Composite 

Reliability (rho_c) 

Average Variance 

Extracted (AVE) 

DL 0.936 0.939 0.948 0.696 

KK 0.943 0.947 0.951 0.621 

KO 0.882 0.891 0.911 0.631 

KP 0.914 0.918 0.928 0.563 

   Source: Processed by SmartPLS 2026 

Table 3 shows that all variables at the Regional Secretariat of Sijunjung 

Regency meet the reliability criterion, as indicated by composite reliability values 

greater than 0.70, in accordance with the recommended threshold. All variables at 

the Regional Secretariat of Sijunjung Regency can therefore be regarded as having 

high reliability. 
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Figure 2. Measurement Model                     

Source: Processed by SmartPLS 2026 

Referring to Figure 2, all statement items for each variable meet the 

requirements for convergent validity. For digital leadership, the highest outer 

loading value is found in indicator X1_1 namely, that leaders utilize digital 

platforms to convey information clearly and in a timely manner with a value of 

0.895. Meanwhile, the lowest outer loading value is found in indicator X1_8 namely, 

that the application of digital technology helps accelerate the decision-making 

process with a value of 0.749. 

For organizational commitment, the highest outer loading value is found in 

indicator X2_5 namely, that the benefits obtained from the institution are a 

consideration for employees in remaining part of the institution with a value of 

0.852. Meanwhile, the lowest outer loading value is found in indicator X2_1 namely, 

that employees feel a deep emotional attachment to the institution where they work 

with a value of 0.715. For job satisfaction, the highest outer loading value is found in 

indicator Z4 namely, that the characteristics of the work performed provide a 

satisfying work experience with a value of 0.861, while the lowest outer loading 

value is found in indicator Z3 namely, that the work performed provides an 

opportunity to make use of one’s abilities and expertise with a value of 0.721. 

Furthermore, for the employee-performance variable, the highest outer loading 

value is found in indicator Y4 namely, that the volume of work completed reflects 

the ability to meet job demands with a value of 0.829, while the lowest outer loading 

value is found in indicator Y3 namely, that the workload for which one is 

responsible can be completed in accordance with the established targets with a 

value of 0.734. 

c. Average Variance Extracted (AVE) 

Average variance extracted (AVE) is another method used to assess 

discriminant validity by comparing the square root of average variance extracted 

(AVE) of each construct with the correlations between that construct and the other 

constructs in the model. The AVE values are presented below: 
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Table 4. Average Variance Extracted (AVE) Results 
Variable AVE Value Threshold Value 

Digital Leadership (X1) 0.696 0.50 

Organizational Commitment (X2) 0.631 0.50 

Job Satisfaction (Z) 0.621 0.50 

Employee Performance (Y) 0.563 0.50 

Source: Processed by SmartPLS 2026 

Table 4 shows that all variables at the Regional Secretariat of Sijunjung 

Regency have an average variance extracted (AVE) value greater than 0.50, 

indicating that all latent variables at the Regional Secretariat of Sijunjung Regency 

have a high composite reliability value. 

 

2. Structural Model Analysis (Inner Model) 

The structural model is used to analyze the relationships among the variables 

in the study. The structural model is measured using the coefficient of determination 

and the path coefficient, both of which are intended to reveal the relationships 

among the research variables. The structural-model analysis is presented below: 

a. Goodness of Fit of the PLS Model 

Table 5. R-Square Values 
Code R-square (R²) Adjusted R-square 

Job Satisfaction 0.668 0.659 

Employee Performance 0.795 0.787 

Source: Processed by SmartPLS 2026 

Referring to Table 5, the Q-Square Predictive Relevance (Q²) can be calculated as 

follows: 

Q² = 1 - (1-R₁²)(1-R₂²) 

     = 1 - (1-0.668)(1-0.795) 

     = 1 - (0.332)(0.205) 

     = 1 - 0.069 

     = 0.932 or 93.2% 

The calculation results show a Q-Square value of 0.932, or 93.2%, indicating 

that the research model has very good predictive relevance; that is, the model is able 

to explain 93.2% of the research data, while the remaining 6.8% is explained by other 

factors not included in the model. Thus, the structural model developed in this 

study has very strong predictive capability and is suitable for explaining the 

relationships among digital leadership, organizational commitment, job satisfaction, 

and employee performance at the Regional Secretariat of Sijunjung Regency. 

b. Hypothesis Testing 

Hypothesis testing was conducted to answer the problem statements 

presented in the research background. Decisions were made based on the t-statistic 

value: if the t-statistic value is less than 1.96, there is no effect, whereas if the t-

statistic value is greater than 1.96, an effect is present. The results of the hypothesis 

testing are presented below: 
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Table 6. Path Coefficient Values 
Path Coefficients Original Sample (β) t-Statistics Result 

DL → KP 0.312 2.049 Accepted 

KO → KP 0.245 1.828 Rejected 

DL → KK 0.608 3.847 Accepted 

KO → KK 0.235 1.384 Rejected 

KK → KP 0.400 3.356 Accepted 

DL → KK → KP 0.243 2.709 Accepted 

KO → KK → KP 0.094 1.303 Rejected 

Source: Processed by SmartPLS 2026 

Referring to Table 6, the results of the first path-coefficient test show that the 

effect of digital leadership on employee performance has an original-sample path-

coefficient value of 0.312, with a T-statistic value of 2.049. Because the T-statistic 

value of 2.049 is greater than 1.96, hypothesis H1 is accepted. This indicates that 

digital leadership affects employee performance: the better the implementation of 

digital leadership, the higher the employee performance at the Regional Secretariat 

of Sijunjung Regency. The second test result shows that the effect of organizational 

commitment on employee performance has a path-coefficient value of 0.245, with a 

T-statistic value of 1.828. Because the T-statistic value of 1.828 is less than 1.96, 

hypothesis H2 is rejected. This indicates that organizational commitment does not 

affect employee performance. Although the direction of the relationship is positive, 

an increase in organizational commitment has not been able to produce a significant 

effect on the improvement of employee performance at the Regional Secretariat of 

Sijunjung Regency. 

The third test result shows that the effect of digital leadership on job 

satisfaction has a path-coefficient value of 0.608, with a T-statistic value of 3.847. 

Because the T-statistic value of 3.847 is greater than 1.96, hypothesis H3 is accepted. 

This indicates that digital leadership affects job satisfaction: the better a leader’s 

ability to manage and utilize digital technology, the higher the level of employee job 

satisfaction at the Regional Secretariat of Sijunjung Regency. The fourth test result 

shows that the effect of organizational commitment on job satisfaction has a path-

coefficient value of 0.235, with a T-statistic value of 1.384. Because the T-statistic 

value of 1.384 is less than 1.96, hypothesis H4 is rejected. This indicates that 

organizational commitment does not affect job satisfaction. Thus, the level of 

organizational commitment held by employees has not been able to significantly 

increase job satisfaction at the Regional Secretariat of Sijunjung Regency. 

The fifth test result shows that the effect of job satisfaction on employee 

performance has a path-coefficient value of 0.400, with a T-statistic value of 3.356. 

Because the T-statistic value of 3.356 is greater than 1.96, hypothesis H5 is accepted. 

This indicates that job satisfaction affects employee performance: the higher the 

level of employee job satisfaction, the better the resulting performance at the 

Regional Secretariat of Sijunjung Regency. The sixth test result, concerning the 

indirect effect, shows that the effect of digital leadership on employee performance 

through job satisfaction has a path-coefficient value of 0.243, with a T-statistic value 

http://ijsoc.goacademica.com/


International Journal of Science and Society, Volume 8, Issue 2, 2026 

IJSOC © 2026 
http://ijsoc.goacademica.com 

42 

 

 

of 2.709. Because the T-statistic value of 2.709 is greater than 1.96, hypothesis H6 is 

accepted. This indicates that job satisfaction is able to mediate the effect of digital 

leadership on employee performance. In other words, digital leadership can 

improve employee performance both directly and through improved job 

satisfaction. The seventh test result, concerning the indirect effect, shows that the 

effect of organizational commitment on employee performance through job 

satisfaction has a path-coefficient value of 0.094, with a T-statistic value of 1.303. 

Because the T-statistic value of 1.303 is less than 1.96, hypothesis H7 is rejected. This 

indicates that job satisfaction is not able to mediate the effect of organizational 

commitment on employee performance at the Regional Secretariat of Sijunjung 

Regency. 

Based on the research results, the following discussion and analysis are 

presented: 

1. The results show that digital leadership significantly affects employee 

performance at the Regional Secretariat of Sijunjung Regency, indicating that 

stronger digital leadership leads to improved performance. This finding 

supports transformational leadership theory, which posits that leaders 

capable of adapting to technological change can strengthen subordinates' 

intrinsic motivation and performance commitment (Bass & Riggio, 2006). 

Digital leadership itself refers to a leadership pattern that leverages 

technology to drive institutional transformation and enhance work 

effectiveness (Avolio et al., 2014). Within the Regional Secretariat, digital 

leadership is reflected in the use of local-government information systems, 

digitalized correspondence, and online-based work communication, which 

accelerate administrative processes and make performance outcomes more 

measurable. When leaders provide clear direction on technology use, task 

effectiveness improves and administrative errors decrease, making 

performance targets more attainable. This finding is consistent with Fitriani 

and Yuliantoro (2024), who also found a significant effect of digital leadership 

on employee performance. 

2. The results show that organizational commitment does not significantly affect 

employee performance at the Regional Secretariat of Sijunjung Regency, 

indicating that employees' attachment, loyalty, and sense of belonging do not 

automatically translate into improved work quality or quantity. This contrasts 

with organizational-behavior theory, which suggests that high commitment 

should foster loyalty and enhance performance (Robbins & Judge, 2017). 

Within the bureaucratic context of the Regional Secretariat, employees are 

bound by strict standard operating procedures and performance-evaluation 

systems that require them to meet targets regardless of their level of 

commitment, suggesting that performance is more strongly shaped by factors 

such as competence, leadership style, work motivation, and the availability of 

technological and work-facility support. This finding is consistent with 

Suhardi et al. (2021), who similarly found no significant effect of 
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organizational commitment on employee performance. 

3. The results show that digital leadership significantly affects job satisfaction at 

the Regional Secretariat of Sijunjung Regency, indicating that stronger digital 

leadership contributes to higher employee job satisfaction. Leaders who 

effectively utilize digital technology and facilitate communication and 

coordination through technological tools make it easier for employees to carry 

out their duties, thereby enhancing their satisfaction at work. This finding 

aligns with the view that digital leadership directly affects job satisfaction 

(Luthans, 2011), and with Avolio et al. (2014), who argue that leaders' use of 

technology strengthens subordinates' sense of competence and autonomy. 

Within the Regional Secretariat, effective digital leadership is reflected in 

more open communication, faster information flow, and easier coordination 

through local-government digital systems, helping employees feel more 

supported in completing their tasks. This fosters a sense of comfort and 

appreciation in the workplace, which increases job satisfaction while reducing 

administrative obstacles in daily task implementation. This finding is 

consistent with Rio (2025), who also found that digital leadership significantly 

affects job satisfaction. 

4. The results show that organizational commitment does not significantly affect 

job satisfaction at the Regional Secretariat of Sijunjung Regency, indicating 

that employees' attachment and desire to remain part of the organization does 

not directly translate into higher job satisfaction. According to the 

relationship cycle proposed by Newstrom and Davis (1993), job satisfaction is 

shaped by perceived rewards for performance, which then influences 

commitment, which in turn drives performance forming a continuous cycle 

among satisfaction, commitment, and performance (Fatkhur, 2023). Within 

the bureaucratic context of the Regional Secretariat, employees are bound by 

regulations, standard operating procedures, and their responsibilities as civil 

servants. As a result, job satisfaction is more strongly shaped by factors 

directly experienced in daily work such as task clarity, workload, leadership 

support, and opportunities for competency development rather than by 

organizational commitment itself. Even when commitment varies among 

employees, their professional obligations require them to carry out their 

duties as mandated, meaning commitment does not always align 

proportionally with satisfaction. This finding is inconsistent with Angraini et 

al. (2021), who found that organizational commitment significantly affects job 

satisfaction. 

5. The results show that job satisfaction significantly affects employee 

performance at the Regional Secretariat of Sijunjung Regency, indicating that 

higher job satisfaction leads to better performance. Job satisfaction reflects 

employees' positive feelings toward their work, work environment, and 

relationships with coworkers and superiors. Employees who are satisfied 

whether in terms of the work environment, compensation, or career-
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development opportunities tend to be more motivated and driven to work 

optimally, whereas low satisfaction can reduce motivation and lead to 

declining performance (Mangkunegara, 2017). Within the bureaucratic 

context of the Regional Secretariat, job satisfaction is reflected in harmonious 

working relationships, clarity in task division, and adequate work-facility 

support. When these aspects are fulfilled, employees exhibit higher morale, 

better discipline, and greater effectiveness in completing their work on time, 

which strengthens their responsibility in delivering public services. This 

finding is consistent with Rosmaini and Tanjung (2019), who similarly found 

that job satisfaction significantly affects employee performance. 

6. The results show that job satisfaction mediates the effect of digital leadership 

on employee performance at the Regional Secretariat of Sijunjung Regency. 

This indicates that digital leadership influences performance not only directly 

but also indirectly through increased job satisfaction. Effective digital 

leadership creates a more adaptive, innovative, and technology-supported 

work environment, making employees feel more comfortable and assisted in 

carrying out their duties. Leaders who provide clear direction and involve 

employees in the digitalization process tend to enhance job satisfaction, which 

subsequently drives higher motivation, loyalty, and performance (Yuliana & 

Rachmawati, 2022; Putri & Santoso, 2023). Within the Regional Secretariat, 

effective digital leadership fosters a more responsive and efficient work 

environment through improved communication, coordination, and task 

completion. This enhances employees' job satisfaction, which in turn 

strengthens their motivation, commitment, and overall performance in 

achieving organizational targets. This finding is consistent with Rio (2025), 

who similarly found that job satisfaction mediates the effect of digital 

leadership on employee performance. 

7. The results show that job satisfaction does not mediate the effect of 

organizational commitment on employee performance at the Regional 

Secretariat of Sijunjung Regency. This indicates that although employees 

possess loyalty, attachment, and a desire to remain part of the organization, 

this does not significantly translate into higher job satisfaction, nor does it 

subsequently improve employee performance. Within the bureaucratic 

context of the Regional Secretariat, job satisfaction is more strongly shaped by 

factors directly related to the work itself such as the work environment, 

working relationships, workload, and the availability of facilities and 

technological support whereas organizational commitment more broadly 

reflects a general attachment to the organization. In addition, the rule-based 

and performance-standard-driven nature of the government work system 

requires employees to work professionally regardless of their perceived level 

of satisfaction, meaning job satisfaction does not function as a connecting 

mechanism between organizational commitment and performance. This 

finding differs from Kertiriasih et al. (2023), who found that job satisfaction 
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mediates the effect of organizational commitment on employee performance. 

 

E. CONCLUSION 

Based on the test results, it can be concluded that digital leadership has a 

positive and significant effect on employee performance, both directly and indirectly 

through job satisfaction, at the Regional Secretariat of Sijunjung Regency. Job 

satisfaction was also found to have a positive and significant effect on employee 

performance and to act as a mediating variable in the relationship between digital 

leadership and employee performance. In contrast, organizational commitment does 

not have a significant effect on either job satisfaction or employee performance, and 

was not found to act as a mediating variable. Thus, digital leadership and job 

satisfaction are the variables that play the most significant role in this research 

model. 
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