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ABSTRACT  

 

This study aims to determine the effect of job stress on job satisfaction and organizational commitment of employees. This survey 

respondents amounted to 66 Employees municipal police Badung with simple random sampling technique (simple random 

sampling). The study was conducted by distributing questioners and documentation. Data were processed using Partial Least 

Square (PLS) analysis techniques. The result of the research is that work stress has a negative and significant effect on 

organizational commitment. Job stress has a negative and significant effect on job satisfaction. Job satisfaction has a positive 

and significant effect on organizational commitment. 
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INTRODUCTION 

 

The source of the power of man is an asset vital to the organization. By because it is, the source of the power of man must be 

noted, maintained and developed (Hidayati et al : 2008). Management of resources the power of man, among others, the stress of 

work, satisfaction of work and commitment to organizational. The stress of work of employees, must be managed by leadership 

that potential that harm the organization can be overcome. As a result of the stress of work, employees become nervous, feel the 

anxiety that is chronic, the increase in tension and emotion. Works that are too difficult and the circumstances around can cause 

stress. Someone who experienced the stress of work not be able to finish the job with a well so that the productivity of the 

organization declined. 

 

Employees in the goverment sectors can experience the stress of work . Parslow et al. (2004) showed, the stress on the 

employees of the government of women increased in line with the hours of work are long and the inability of them to perform 

the control of the job. While in the employees of government men , the level of stress increases along with a sense of insecurity 

in doing the job and weak in doing the control of the job . government employees  (PNS) in Indonesia is also experiencing stress 

. Widiartini and Zarfiel (2014) states stress the work of civil servants in the environment Secretariat General of the Ministry of 

Health of Indonesia vary from the level of light (6.5%), moderate (33.5%) and weight (60%)  

 

Stress is a matter critical of the behavior of employees in within an organization. Load work excess is generating stress. Load 

work exaggeration that arise as a result of the tasks are too much given to the employee to be completed within the time 

specified. Cristian (2012) found work stress influences job satisfaction. Stress work influence negatively to the satisfaction of 

work. The higher the job stress, the lower job satisfaction will be. Wibowo et al. (2015) which raised k an stressful job affects 

negatively and significantly to the satisfaction of work, namely getting low stress job that experienced employees of the 

increasingly high satisfaction of the work that they have.  

 

Khatibi, et al . (2009) found work stress had a negative influence on organizational commitment. The higher stress job that 

experienced employees then increasingly lower commitment of employees are to the organization . Maria and Sutarto (2012) 

find no effect of the positive and significant between satisfactions working with the commitment of the organization. This 

research was conducted at the Badung District Civil Service Police Unit.  Satpol PP activities is very dense , which held a patrol 

in the entire territory of the District of Badung , the task of securing the entire activities of government that do in center of 

government and in the middle of society , and even participate securing activities ceremonies religion and customs in society . 

Civil Service Police Unit staff often se time worked beyond hours of work normally without ever given money overtime. State 

here that can cause stress working in member Satpol pp. 

 

THEORETICAL STUDIES 

 

Robbins (2003: 376); states " Stress is a dynamic condition in which an individual is confronted with opportunities, constraints 

or demands that are associated with desires   and what is produced yes ". Handoko (2008: 200) defines stress of work as a 

condition of tension that affects the process of thinking, emotions, and the condition of a person. Daft (2003: 34) states “Stress is 

a response to psychological and response to emotional individuals to stimuli that lead to the need of physical and psychological 

on the people ". Hariandja (2002: 303) suggests stress of work is a situation of tension or pressure emotionally that experienced 

by someone who was facing charges are very heavy and barriers - barriers that can affect the emotions, the mind and the 

condition of the physical person. Stress in work occurs because the overlap or not he explained the job description, the lack of 

communication to the poor condition of employment.  

 

Job satisfaction is a thing that is individual. Each employee will have a different level of satisfaction in accordance with the 

values that exist in him. Someone with a degree of satisfaction of work that high would show the attitude positive towards work 

and vice versa if the employee is not satisfied with his work, employees are going to show the attitude that is negative towards 
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his work. Handoko (2008: 193) states “Satisfaction work is emotional that fun and not fun with which employees view work 

them ".  Hasibuan (2003: 202) states “Satisfaction work is the attitude of emotional are fun and loves his job ". According to 

Ardana et al. (2008: 23) “job satisfaction is the difference from something that should be there with the truth. The little 

difference condition that should the conditions are true, a person tends to feel more satisfied ".  

 

Maria (2012), expressed satisfaction work is variable attitudes that reflect what are perceived individual regarding his work. 

Werthen and Keits (1996), expressed the satisfaction of working as a way of viewing individuals to work as something that is fun 

or something that is not pleasant. Each individual will have a different level of satisfaction in accordance with the system of 

values that apply to him.  

 

Commitment organizational could grow caused because people have a bond emotionally to the organization that includes the 

support moral and receive values that exist in the organization as well as the determination of the self to serve the organization. 

Robbins and Judge (2008: 100) defines the commitment of the organization is a state in which an employee sided with the 

organization specified as well as the goals and desires to maintain membership in the organization are. Robbins and Coulter 

(2010: 40) stated commitment to the organization is " The degree in which an employee identifies himself with the organization 

specified along with its purpose and the desire to maintain membership in the organization that ".    

 

Dessler (2006: 58) states employees who have committed high, will have time to work that much longer and tend to work more 

diligently and show accomplishments that much better. The high commitment of the employees, depending on the treatment 

management of the sources of the power of man. In this case human resources are treated as valuable assets and not merely as 

commodities, which can be exploited by management.  

Stress work can affect the level of commitment of organizational which is owned by someone. Rulestari and Eryanto (2013), 

argued   “Impact of Stress is the level of job satisfaction decreases, commitment to the organization decreases. An increase in 

work stress causes a decrease in organizational commitment and conversely a decrease in work stress will increase one's 

organizational commitment  

 

HYPOTHESES 

 

Khatibi et al. (2009), states of stress are experienced by members of the organization should be considered to determine the 

influence of her on the intensity of the commitment. Stress work appears as a mismatch between the individual with the 

environment it works. The more high- stress job that experienced by someone then getting a low commitment to organizational 

which possesses. Firth e t al. (2004) states there is a negative relationship between work stress and organizational commitment, 

employees who have high stress levels have implications for the low commitment of their organizations. So also, with Velnampy 

and Aravinthan (2013) said the stress of work has influence negatively the commitment to organizational. It is significant that the 

stress of work that is experienced by employees could affect the perception of them against the alignment between the objectives 

and the value of the individual with the organization. Cha et al. (2011) revealed that work stress has a significant and negative 

relationship with organizational commitment.  Nursyamsi (2012) summed up the relationship between the stress of work and 

commitment to organizational indicates the direction a relationship that is negative where increasingly large stress of work will 

result in performance and commitment that decreased or diminished. Thus a hypothesis can be formulated: H1: Work stress has a 

negative and significant effect on organizational commitment.    

 

Stress is a condition of tension that affects emotions, thought processes and a person's condition. While the satisfaction of work 

is a state of emotional which is fun in which the employee looked at the work they are. Both are mutually related such as that 

proposed Mansoor et al. (2011) that stress affects negatively satisfaction of the work of employees. The stress of work has a 

relationship negatively with satisfaction the work, due to the stress of work becomes a problem major in the work that is highly 

associated with the satisfaction of work. (Jehagir, 2011). According to Iqbal and Waseem (2012) stress the work Brazilians 

problem seriously are associated with satisfaction the work that is evidenced by the results of the research that the stress of work 

affect negatively to the satisfaction of the work and the stress of work can lead to dissatisfaction. Sullivan and Bhagati (1992), 

expressed in the generally identifies that the stress of work and the satisfaction of work affect relations are reversed. Afrizal et al. 

(2014) and Ahsan et al. (2009 )  shows that job stress has a significant negative effect on job satisfaction . Bahri (2013) and 

Fadhilah (2010) also show that job stress has a negative effect on employee job satisfaction. Thus, the research hypothesis can be 

formulated as follows: H2. Stress work affects negatively and significantly to the satisfaction of work.  

 

Tania and Sutanto (2013), stated that job satisfaction has a positive and significant influence on organizational commitment. 

Belami and Garakhani (2012), suggested that employees who have job satisfaction tend to be committed to organizations and 

employees who are satisfied and committed are more likely to attend work.  

 

Lumley (2011) concluded satisfaction of work affect the attitude of society towards work and various aspects of the work they 

are, the satisfaction of work is influenced by personal that cause reactions emotional that affect the commitment of the 

organization. Oyewobi et al. (2012) in the study Quantity Surveyor in the service of public nigeria find no correlation positive 

between variable satisfaction of working with the commitment of the organization. Adekola (2012) shows the results of multiple 

linear regression analysis that is positively related between job satisfaction and organizational commitment. Pradhiptya (2013) 

states that job satisfaction has a positive and significant effect on organizational commitment. Suma and Lesha (2013) fine in the 

sector of the public in Albania shortly satisfaction of work, quality control and satisfaction salaries have influence positively 

significant to the commitment of the organization. Eslami and Gharakhani (2012), Azeem and Akhtar (2014) found the level of 

job satisfaction had a positive effect on organizational commitment. Thus, the research hypothesis can be formulated as follows: 

H3. Satisfaction of work affects positively and significantly to the commitment of the Organization 
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Based on this description, a research conceptual framework is proposed as shown in Figure 1.  

 

 

 

 

 

  

 

 

 

 

 

 

 

 

 

Figure 1: Conceptual Framework for Research 

 

 

RESEARCH METHODS 

 

This is the type of explanatory research. Singarimbun and Effendi (2006; 4) explain explanatory research is research that 

explains the causal relationship between variables through hypothesis testing. This research serves to explain, predict, and also 

control a phenomenon with a quantitative approach. This research was conducted at the Badung District Civil Service Police 

Unit.  

 

The population in this study were all Badung Regency Satpol PP members who served in the field as many as 198 people. 

Sugiyono (2014: 80) states that "Population is a region of generalization which consists of: objects / subjects that have certain 

qualities and characteristics determined by researchers to be studied and then conclusions drawn." 

 

The sample in this study amounted to 66 people. According Sugiyono (2014: 81) "The sample is part of the number and 

characteristics possessed by this population." Sample selection used in this study is simple random sampling ( simple random 

sampling ). This technique provides equal opportunity for each member of the population to be selected as a sample. With this 

same opportunity, the results of a study can be used to predict populations. In addition, simple random techniques are used 

because the study population is homogeneous and not many in number (less than 1000). 

 

The instrument used in this study was a questionnaire or questionnaire. Sugiyono (2014: 92) states that "The research instrument 

is a data collection tool used to measure the observed natural and social phenomena". The research instrument in this study was 

intended to produce accurate data using a Likert scale. 

 

RESULT AND DISCUSSION 

 

Characteristics of Respondents 
Characteristics of respondents describe the sex, age, level of education and years of service of employees in the Badung District 

Police Unit.  

 

Employees in the Badung distrct police unit views of gender predominantly men - men that as many as 64 people or 96.97 

percent, while the women as much as 2 or 3.03 percent. In terms of age , respondents that had aged 46 years and over amounted 

to 37 people or 56.06 percent, of respondents with ages 36-45 years as many as 21 people or 31.82, while the least number of 

respondents aged 26-35 years as many as 8 people or 12.12 percent. Level of education , high school as many as 35 people or as 

much as 53.03 percent, as many as 15 people Diploma or 22.73 percent, undergraduate education level as many as 13 people or 

19.70 percent, while the least level of junior high school education as many as 3 people or as much as 4 , 54 percent. 

 

Base on work peride, then divided into three (3) categories , namely 15 years as many as 17 people or 25.76 percent can be 

categorized brief tenure, tenure 6-15 years as many as 14 people or 21.21 percent can be categorized moderate working period 

and working period of 16-20 years as many as 35 people or 53.03 percent can be categorized as long working periods.  

 

Validity test 
The instrument validity test was carried out to show the validity of the instrument to be used in the study. An instrument is 

declared valid if it is able to measure what is desired and can reveal data from the variables studied appropriately. Sugiyono 

(2014: 121) states "A valid instrument means the measuring instrument used to obtain the data is valid. This means that the 

instrument can be used to measure what should be measured ". Presentation of validity is done by using Correlation Pearson 

Product Moment. If n use values coefficient kore la si equal to 0.3 or more then the item instrument that is used is declared 

invalid. The results of the validity test showed all indicators were declared valid, with a Correlation Coefficient value between 

0.640 to 0.957.  
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Reliability Test 
Reliability test is carried out to determine the accuracy of an instrument (measuring instrument) in measuring the same 

symptoms even at different times. According to Sugiyono (2014: 121) "Reliability of the instrument is that if used several times 

to measure the same object, it will produce the same data". To test the reliability of this research instrument, the Cronbach alpha 

reliability coefficient was used. The minimum requirement that is considered eligible is if the Cronbach alpha coefficient is 0.6 

or more. The reliability test results showed all indicators stated reliable, with Cronbach Alpha values of 0.659 to 0.902  

 

VARIABLES DESCRIPTION 

 

Job Stress (X) 

Table 1. Description of Work Stress Variable (X) 

 

Indicator Answer score amount Score - Information 

1 2 3 4 5 Score Align   

Not sure about work  13 21 7 21 4 180 2.73 Medium 

Has many responsibilities 1 2 9 38 16 264 4.00 High 

High risk work 0 5 6 21 34 282 4.27 Very high 

X1 Personal behavior 3.67 High 

Not supported by family 11 26 6 18 5 178 2.70 Medium 

Poor support from colleagues 11 28 8 13 6 173 2.62 Medium 

X2 Social support 2.66 Medium 

Contrary to coworkers 10 34 12 9 1 155 2.35 Low 

Contrary to superiors 12 34 8 7 5 157 2.38 Low 

X3 Role conflict 2.36 Low 

The office is too crowded 3 15 8 32 8 225 3.41 High 

X4 Bad environment 3.41 High 

Boring job 2 28 8 18 10 204 3.09 Medium 

Ability not used 5 37 8 13 3 170 2.58 Low 

X5 Workload 3.03 Medium 

Families want more time 0 30 10 18 8 202 3.06 Medium 

Conflicting service 3 38 5 14 6 180 2.73 Medium 

X6 Situation of home and work 2.89 Medium 

Job Stress (X) 3.00 Medium 

Source: Research data processing results 

  

Table 1 shows that employee ratings of work stress vary from moderate to high to low. Work Stress in the variable (X), the 

indicator Personal behavior (X1) has a value - average high is 3.67. While the lowest average value is Role Conflict (X3) which 

is 2.36.  

 

Job Satisfaction (Y1) 

 

Table 2 . Job Satisfaction variable description (Y1) 

Indicator Answer score amount Score - Information 

1 2 3 4 5 Score Align   

Salary is better than others 1 19 11 30 5 217 3.29 Medium 

The salary received is enough 3 17 4 33 9 226 3.42 High  

Quite a lot of benefits 2 19 13 20 12 219 3.32 Medium 

Y1.1 Satisfaction with salary 3.34 Medium 

If it's good it will be promoted 2 7 4 43 10 250 3.79 High 

Satisfied with the level of progress 1 5 2 51 7 256 3.88 High 

Y1.2 Satisfaction with promotion 3.83 High 

Co-workers are very helpful 1 5 2 46 12 261 3.95 High 

Enjoy the work atmosphere  0 1 4 38 23 281 4.26 Very high 

Co-workers are responsible 0 1 4 36 25 283 4.29 Very high 

Y1.3 Satisfaction with coworkers 4.17 Very high 

Bosses provide support 0 0 4 50 12 272 4.12 High 

High boss's work motivation 0 0 4 43 19 279 4.23 Very high 

Y1.4 Satisfaction with supervisors 4.17 High  

Very interesting job 0 4 3 37 22 275 4.17 High 

Happy with work 0 4 4 34 24 276 4.18 High 

Little success 2 29 2 24 9 207 3.14 Medium 

Y1.5 Satisfaction with work 3.83 High 

Job Satisfaction (Y1) 3.87 High 

Source: Results of research data transfer 
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Table 2 shows that employee ratings of Job Satisfaction vary from moderate to very high. In variable Job Satisfaction (Y1), 

Satisfaction with Salary (Y 1 .1) ) has a value - average pitch low 3. 34. While the highest average value is Satisfaction with 

Colleagues (Y1. 3) which is 4.17. 

 

Organizational Commitment (Y2) 

 

Table 3. Description of the Organizational Commitment Variable (Y2) 

Indicator Answer score amount Score - Information 

1 2 3 4 5 Score Align   

Spend a career in the organization 1 13 5 24 23 253 3.83 High 

Bragging organization 0 4 7 25 30 279 4.23 Very high 

Become part of the organization 0 5 5 42 14 263 3.98 High 

Y2.1 Affective Commitment 4.02 High 

It's hard to leave the organization 0 4 5 43 14 265 4.02 High 

Loss left the organization 1 29 3 25 8 208 3.15 Medium 

Work according to desire 0 2 4 35 25 281 4.26 Very high 

Y2.2 Continuous commitment 3.81 High 

Will not leave org 0 22 2 36 6 224 3.39 High 

Faithful to one organization 0 2 6 40 18 272 4.12 High 

Work throughout a career 5 17 3 33 8 220 3.33 Medium 

Y2.3 Normative Commitments 3.62 High 

Organizational Commitment (Y2) 3. 81 High  

Source: Research data processing results 

 

Table 3 shows that employee ratings of organizational commitment are high on average. On Organizational Commitment 

variable (Y2), Normative commitment (Y 2, 3)) has a value - average room 3. 62. While the value - average highs are 

Commitment Affective (Y 2 .3) ie 4. 02. 

 

Goodness Of Fit - Outer Model 

 

Table 4. Convergent Validity Test Results 

Job Stress Outer Loading 

X1 0.795 

X2 0.847 

X3 0.780 

X4 0.597 

X5 0.938 

X6 .803 

Job satisfaction   

Y1.1 0.570 

Y1.2 0.735 

Y1.3 0.762 

Y1.4 0.825 

Y1.5 0.848 

Organizational Commitment   

Y2.1 0.822 

Y2.2 0.924 

Y2.3 0.885 

Source: Research data processing results 

 

Table 4 . Indicates all outer loading has a value greater than 0.5. So this measurement can be concluded that it has fulfilled the 

convergent validity requirements. 

 

Table 5 . Discriminant Validity Test Results 

Variable AVE √ AVE X Y1 Y2 

X 0. 640 0800 1,000     

Y1 0.569 0.754 -0,535 1,000   

Y2 0.771 0887 -0,626 0.721 1,000 

Source: Research data processing results 

 

Table 5 explains that the AVE root value in the study variable has a value above 0.5, so that this measurement can be concluded 

to meet the discriminant validity measurement requirements. 
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Table 6. Composite Reliability Testing Results 

Variable Composite Reliability Information 

X 0.913 Reliable 

Y1 0866 Reliable 

Y2 0.910 Reliable 

Source: Research data processing results 

 

Table 6 shows that composite reliability testing shows good results because all latent variables are reliable because they have a 

composite reliability value greater than 0.7. This shows that all indicators become a measure of their respective constructs. 

 

Goodness of Fit - Inner Model (Structural Model) 

 

Table 7. R - Square 

Variable R-square 

Satisfaction K Gov 0.287 

Organizational Commitment 0601 

Source: Research data processing results 

 

Predictive-relevance value is obtained by the formula: 

Q 2 = 1- (1 - R1 2 ) (1 - R2 2 ) .... (1 - Rp 2 ) 

Q 2 = 1- (1 - 0.287) (1 - 0.601) 

Q 2 = 1 - 0.284 = 0.716 

 

The results above indicate the predictive-relevance value of 0.716 is greater than 0, so it can be interpreted that 71.6% of the 

variation in organizational commitment variables is explained by the variables used in the model, the remaining 28.4% is 

explained by other factors outside the model. These results indicate that the model has a predictive-relevance value. 

 

Hypothesis test 

 

Table 8. Hypothesis Testing Results with Partial Least Square 

Hypothesis Path T-Statistics Conclusion 

  Coefficient     

Stress with Organizational Commitment -0.336 2,773 Significant 

Stress with Job Satisfaction -0,535 5942 Significant 

Job Satisfaction with commitment       

Organizational 0.542 4,781 Significant 

Source: Research data processing results 

 

Hypothesis Testing 1 
Hypothesis 1 testing produces path coefficients of direct influence of work stress on organizational commitment with a value of -

0.336 and t-statistics 2.773. These results indicate that the t-statistic is greater than 1,960 (t table), so it can be concluded that 

hypothesis 1 that mentions work stress has a significant negative effect on organizational commitment. That is, the lower the 

work stress experienced by employees, the higher the organizational or organizational commitment they have .  

 

Hypothesis Testing 2 
Hypothesis 2 testing results in a path coefficient of the direct influence of work stress on job satisfaction with a value of -0.535 

and t-statistics 5.942. These results indicate that the t-statistic is greater than 1, 960 (t table), so it can be concluded that 

hypothesis 2 which mentions work stress has a significant negative effect on job satisfaction accepted. This means that the lower 

the work stress experienced by employees, the higher the job satisfaction they have. 

 

Hypothesis Testing 3 
Hypothesis 3 testing produces path coefficients of direct effect on job satisfaction on organizational commitment with a value of 

0.542 and t-statistic 4.781. These results indicate that the t-statistic is greater than 1, 960 (t table), so it can be concluded that 

hypothesis 3 that states job satisfaction has a significant positive effect on organizational commitment. This means that the 

higher job satisfaction felt by employees, the higher organizational commitment they have. 

 

DISCUSSION 

 

Effect of Job Stress on Organizational Commitment 
The results of data analysis show that work stress has a significant negative effect on organizational commitment. Where the 

stress experienced by members of the Satung Police Regency has an average value of 3.00 or in the medium category while the 

average value of the Organizational Commitment is 3.81 or in the high category which means the lower the work stress the 

higher organizational commitment. 
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The results of this analysis is in line with the results of the study C ristian A. Karambut (2012), Jeane Capricornia (2012), I Gede 

Putro Wibowo (2015), Khatibi e t al. (2009), Firts e t al . (2004), Velnampy & Aravinthan (2013), Cha et al . (2011) and 

Nursyamsi (2012). 

 

Effect of Job Stress on Job Satisfaction 
The results of data analysis show that work stress has a significant negative effect on job satisfaction. Where the work stress 

experienced by members of the municipal police Badung Regency has an average value of 3.00 or in the medium category while 

job satisfaction has an average value of 3.87 or in the high category which means the lower the job stress, the higher the job 

satisfaction.   

 

The results of this analysis are in line with the results of research conducted by Mansoor et al. (2011), Jehagir (2011), Iqbal & 

Waseen (2012), Sullivan & Bhagati (1992), Afrizal et al. (2014), Ahsan et al . (2009) Bahri (2013) and Fadhilah (2010). 

 

Effect of Job Satisfaction on Organizational Commitment 
The results of data analysis show that job satisfaction has a significant positive effect on organizational commitment. The job 

satisfaction of Satung Regency PP Badung members has an average value of 3.87 or in the high category, while the 

organizational commitment has an average value of 3.62 or in the high category which means the higher the job satisfaction the 

higher the organizational commitment. 

The results of this analysis are in line with the results of research conducted by Lumley (2011), Azzem (2010), Tania and 

Sutanto (2013), Belami & Garakhani (2012), Oyewobi et al . (2012), Adekola (2012), Pradhiptya (2013), Suma and Lesha 

(2013), Eslami & Garakhani (2012) and Azeem & Ahtar (2014). 

 

CONCLUSION 

 

Based on the results of the discussion obtained several conclusions, Job stress has a significant negative effect on Organizational 

commitment, Job stress has a significant negative effect on job satisfaction, and Job satisfaction has a significant positive effect 

on organizational commitment. 

Some suggestions can be taken into consideration in determining decisions in order to reduce work stress, preferably by creating 

a supportive organizational environment such as an open organizational climate, equipping personnel with adequate facilities and 

infrastructure so as to encourage each personnel to feel safe and comfortable in working and acting and do the best that leads to 

high personnel performance and confidence. Increasing employee satisfaction can be improved through evaluating the financial 

benefits obtained by employees not only regarding the nominal salary earned but rather the employment administration policy, 

the existence of various kinds of benefits and satisfaction with salary increases. Increase organizational commitment by giving 

employees a deeper understanding of what the organization wants and what employees will receive later. As well as more 

convincing employees so that the perception of the organization is the same as what the organization wants so that aligning goals 

will be realized which will have a positive impact on both parties. 

 

REFERENCES 

 

Adekola, Ball. 2012. The impac of organizational commitment on job Satisfaction: a study of employees at nigerian universities. 

International Journal of Human Resource Studies. 2 (2) pp: 2126-3058 

Afrizal, Poundra Rizky, Mochammad Al Musadieq, Ika Ruhana (2014). Effect of Work Conflict and Job Stress on Job 

Satisfaction: Study of PT. TASPEN (PERSERO) Malang Branch. Journal of Business Administration (JAB), 8 (1), h: 1-10 

Ahsan, Nilufar; Zaini Abdullah, David Yong Gun Fie; Syed Shah Alam (2009). A Study of Job Stress on Job Satisfaction among 

University Staff in Malaysia: Emperical Study. European Journal of Social Science, 8 (1), pp: 121-131 

Ardana, Komang, Ni Wayan Mujiati and Anak Agung Ayu Sriathi. 2008. Organizational Behavior, First edition, first printing, 

Yogyakarta: Graha ILmu 

Azzen , Syed Mohammad. 2010. Job Satisfaction and Organizational Commitment among Employees in the Sultanate of Oman. 

Journal of Psychology, vol. 1 pg 295-299 

Azzem, Akhtar (2014). Job Satisfaction and Oritationation Commitment among Public Sector Employees in Saudi Arabia. 

International Journal of Business and Social Science vol 5. No. 7 

Bahri, Samsul, (2013). The Effect of Work Sres on Employee Job Satisfaction of Market Management and Cleanliness of Bungo 

Regency with Variable Dimensions of Work Motivation. Article 

Cha, Jae Min, Seung Hyun Kim, Ronald F Cichy. 2011. Job Satisfaction, Organizational Commitment, and Contextual 

Performance: Examining Effects of Work Status and Emotional Intelligence among Private Club Staff Members. Journal of 

Psychology & marketing, 21 (6) .pp: 405-424. 

Cristein A. Karambut . 201 2 . Analysis of Effect of Intelligence Emotional, Stress Work and Satisfaction Working Toward 

Commitment Organizational (Studies in Nursing Care Unit Inpatient Hospital Panti Waluya , Malang). Journal of Management 

Application of the Faculty of Business Economics, Brawijaya University. Volume 10, number 3.   

Daft, Richard L, 2003, Management, Volume I. Interpreting Emil Salim and Imam Karmawan, fifth edition, Jakarta, Erlangga 

Dessler, Garry. 2006. Human Resource Management, volume 2, 7th edition, Interpreting Benyamin Mollan, Prehalindo, Jakarta. 

Eslami, J & Gharakhani, D (2012). ARN's Organizational Commitment and Job Satisfaction. Journal of Science and 

Technology.vol 2. No. 2p85-91. 

Fadilah, M Luthfi (2010). Analysis of the Effect of Job Stress on Job Satisfaction with Social Support as a Moderating Variable: 

Study at PT. Coca Cola Amatil Indonesia, Central Jaya. Thesis. Bachelor of Management Department, Faculty of Economics, 

Diponegoro University Semarang. 



International Journal of Business, Economics and Law, Vol. 20, Issue 5 (Dec)                                                                                              

ISSN 2289-1552 2019 
 

 

82 

Firth, Lucy, David J Mellor, Kathleen A Moore, Claude Loquet. 2004. How Can Managers Reduce Employee Intention to Quit 

?. Journal of Managerial Psychology . 19 (2). Pp 170-187. 

Handoko , T. H. 2008 . Management Personnel and Resources Power Human Yogyakarta. BBPE.  

Hariandja , MTE, 2002. Management Resources Power Man , Procurement , Development , Pengkompensasian and Increased 

Productivity Employees . Jakarta; Gramedia Mediasarana Indonesia  

Hasibuan, SP. Malay. 2003. Human Resource Management, sixth edition, Revised Edition. Jakarta: PT. Agung Mountain Shop 

Hidayati, Reni, Yudi Purwanto, Susatyo Yuwono. 2008. Intelligence, emotion, work stress and employee performance, Journal 

of Psychology , 2 (1): 91-96 

Iqbal, Mohammad Adam Waseen. 2012. Impac of job stress on job satisfaction among air traffic controllers of civil authority: 

An Emperical Study from Pakistan International journal of Human Resource Studies . Vol 2. No.2. 

Jeane Capricornia.2012. Influence of Climate Organization and Stress Working Toward Commitment Organization and Its 

Impact on Satisfaction Work Employee PT. Perdana Jatiputra . Journal of Binus University Jakarta.  

Jehagir, Muhammad, Nasir Kareem, Ayaz Khan, Muhammad Tahirjan, Shaheed Soherwadi.2011. Effect of Job Strength on Job 

Performance and job Satisfaction. Interdisciplinary journal of content research in business . Vol 3. No. 7 

Khatibi , AH Asadi and M. Hamidi. 2009. The Relationship Between Job Stress and Organizational Commitment in National 

Olympic and Paralympic Academy. World Journal of Sport Sciences, vol 2 No. 4 pp272-278. 155N 2078 - 4724 

Lumley, EJ. Coetzee.M . Tladinyane , R. Fareira . N. 2011. Exsploring the job Satisfaction and Organizational Commitment of 

Employees in the Information Technology Environment Outher . African Businees Review, vol 15 no 1 pg 889-978 

Mansoor, Muhammad, Sabtain Fida, Saina Nasir, Zubair Ahmad. 2011. The Impact of Job Stress on Employee Job Satisfaction. 

A Study on the Telecommunication Sector of Pakistan. Journal of Business Studies Quarterly . Vol 2. No. 3. 50 pp. 56 

Maria Fincensia Ansel & Sutarto Wijono . 2012. Effect of Involvement Work and Satisfaction Working Toward Commitment 

Organization of Police at Police Resort ( Police Precinct ) Ende. Journal Program Post- Graduate Master of Science 

Psychology, University of Kristen Satya Discourse Salatiga , vol 5 no 02 November , 2012.  

Nursamsi, I. (2012). Effect of Leadership, Empowerment, and work stress on Organizational Commitment and its impact on 

Desen Performance. Conference in Business, Accounting and Management (CBAM) Sultan Agung Islamic University (Unissula) 

Semarang. h: 1-16 

Luqman Oyekunle Oyewobi , Bolaji Suleiman, Abubakar Muhammad-Jamil. 2012. Job satisfaction and commitment: a study of 

quantity surveyors in nigerian public service. International Journal for business and management . 7 (5). Pp: 179-192 

Parslow, RA, AF Jorm, H. Christensen, DH Broom, L. Strazdins, RMDS 2004. The Impact of Employee Levels and Work Stress 

On mental Health and GP Service Use: An Analysis of A Sample of Australian Employee Employees. BMC Pulic Health 4. 

Pradhiptya, AR 2013. The effect of job satisfaction on organizational citizenship behavior (OCB) by mediating organizational 

commitment. Journal of Business and Management , State University of Surabaya Vol 6 Hal: 50-58 .  

Robbins, Stephen , 2003 Organizational Behavior , Interpreting : Index Team, Ninth Edition, Jakarta: Index 

Robbins SP and Judge. 2008, Organizational Behavior . Book 2, jakarta, Salemba Empat 

Robbins and Coultar, Merry. 2010. Management, Tenth edition, Jakarta. Erlangga Publisher 

Rulestari Sri and Eryanto Hendry. (2013), Influence of Role Conflict and Work Stress on Organizational Commitment at 

Kindergarten IV Hospital Salak, Bogor. Journal of Econo Science, II (2): 17-27 

Sugiyono 2014. Quantitative Research Methods, K ualitatif, and R & D . Bandung; Alfabeta publisher 

Sullivan, Sherry E. Rabi S. Bhagat. 1992. Organizational Stress, Job Satisfaction and Job Performance: Where Do We Go From 

Here ?, Journal of Management vol 18, No 2, 353-374 

Suma & Lesha (2013). Job Satisfaction and Organizational Commitment The Case of Shkodra Municipality. European Scientific 

Journal. 

Tania, A. Eddy M, Sutanto. 2013. The effect of work motivation and job satisfaction on organizational commitment of PT. Dai 

Knife in Surabaya. Agora . 1 (3). Matters: 1702-1720 

Velnampy, T and Aravinthan. SA 2013. Occupational stress and Organizational commitment in private banks: a Remove 

experience. European Journal of Business and Management. 5 (7) .pp: 78-99. 

Werther, WB & Kith, D. 1996. Human Resources and Personal Management. International edition.USA . McGrow Hill. Inc. 

Wibowo I Gede Putro , Gede Riana and Made Surya Putra. 2015. Effects of Stress Work Against Satisfaction Work and 

Commitment Organizational Employees . E- Journal of Economics and Business , Udayana University 4.02 (2015): 125-145  

Widiartini, W., Zarfiel, T. 2014. Physical Activity, Stress, and Obesity in Civil Servants. J. Health. Masy.Nas. 8, 329 - J. Health. 

Masy.Nas. 8, 329 - 336 

 

 

 

 

Anak Agung Anom Surya Dharma 

Faculty of Economics and Business 

Udayana University (UNUD), Bali, Indonesia 

Email: junknom1971@gmail.com 

 

Wayan Gede Supartha 

Faculty of Economics and Business 

Udayana University (UNUD), Bali, Indonesia 


